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PREAMBLE 

This  collective  bargaining  Agreement  entered  this 
1st  day  of  July,  1990  by  the  Commonwealth  of  Massachusetts 
acting  through  the  Commissioner  of  Administration  and  his/her 
Division  of  Employee  Relations,  hereinafter  referred  to  as  the 
"Employer",  "OER"  or  the  "Commonwealth";  and  by  the  Alliance, 
AFSCME/SEIU,  AFL-CIO,  which  is  composed  of  the  American 
Federation  of  State,  County  and  Municipal  Employees  (AFSCME) , 
AFL-CIO,  and  its  affiliate  Council  93,  and  the  Service  Employees 
International  Union  (SEIU) ,  AFL-CIO,  and  its  affiliates,  Locals 
254,  285  and  509,  hereinafter  referred  to  as  the  "Union";  and 
has  as  its  purpose  the  promotion  of  harmonious  relations  between 
the  Union  and  the  Employer. 


(1) 


ARTICLE  I 
RECOGNITION 
Section  1 

The  Commonwealth  recognizes  the  Union  as  the  exclusive 
collective  bargaining  representative  of  employees  of  the 
Commonwealth  in  job  titles  in  Unit  2,  as  certified  by  the  Labor 
Relations  Commission  in  its  Certification  of  Representation 
dated  February  4,  1976  (Case  No.  SCR-2061) ,  in  job  titles  in 
Unit  8,  as  certified  by  the  Labor  Relations  Commission  in  its 
Certification  of  Representation  dated  February  4,  1976  (Case  No 
SCR-2067) ,  and  in  job  titles  in  Unit  10,  as  certified  by  the 
Labor  Relations  Commission  in  its  Certification  of 
Representation  dated  March  3,  1976  (Case  No.  SCR-2053) . 

It  is  understood  that  the  Division  of  Employee  Relations 
("OER")  has  been  designated  by  the  Commissioner  of 
Administration  to  represent  the  Commonwealth  in  collective 
bargaining  and  that  all  collective  bargaining  on  behalf  of  the 
Commonwealth  shall  be  conducted  solely  by  the  Division  of 
Employee  Relations. 
Section  2 

A.    As  used  in  this  contract  the  term  "employee"  or 
"employees"  shall: 
1.    include  full-time  and  regular  part-time  persons 

employed  by  the  Commonwealth  in  job  titles  in  the 
bargaining  units  included  in  Section  1  above, 
including  seasonal  employees  whose  employment  is 
for  a  period  of  ninety  consecutive  days  or  more. 
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2.    exclude: 

a.    all  managerial  and  confidential  employees; 

b.  all  employees  employed  in  short  term  jobs 
established  by  special  federal  or  state  programs 
such  as  summer  jobs  for  underprivileged  youths; 

c.  all  intermittent  employees  which  are  defined  as  an 
employee  who  is  neither  a  full-time  nor  a  regular 
part-time  employee  and  whose  position  has  been 
designated  as  an  intermittent  position  by  his/her 
appointing  authority  in  accordance  with  existing 
written  procedures  of  the  Personnel  Administrator, 
or  those  procedures  as  hereafter  amended. 

d.  all  persons  paid  through  an  "03"  or  "07" 
subsidiary  account. 

B.  A  full-time  employee  is  defined  as  an  employee  who 
normally  works  a  full  workweek  and  whose  employement  is  expected 
to  continue  for  twelve  months  or  more,  or  an  employee  who 
normally  works  a  full  workweek  and  has  been  employed  for  twelve 
consecutive  months  or  more. 

C.  A  regular  part-time  employee  is  defined  as  an  employee 
who  is  expected  to  work  fifty  percent  or  more  of  the  hours  in  a 
work  week  of  a  regular  full-time  employee  in  the  same  title. 
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ARTICLE  2 
RULES  AND  REGULATIONS 
The  Rules  and  Regulations  governing  Vacation  Leave,  Sick 
Leave,  Travel,  Overtime,  Military  Leave,  Court  Leave,  Other 
Leave,  Charges  and  State  Personnel,  Accident  Prevention,  as 
authorized  by  Section  28  of  Chapter  7  of  the  General  Laws  ("Red 
Book")  and  those  Rules  and  Regulations  governing 
Classifications,  Salaries,  Allocations,  Individual 
Reallocations,  Salary  Increments  as  authorized  by  Section  45  (5) 
and  Section  53  of  Chapter  3  0  of  the  General  Laws  ("Gray  Book") 
shall  not  apply  to  employees  covered  by  this  Agreement. 

ARTICLE  3 
UNION  SECURITY 
Section  1 

The  Union  shall  have  the  exclusive  right  to  the  checkoff  and 
transmittal  of  Union  dues  on  behalf  of  each  employee. 
Section  2 

An  employee  may  consent  in  writing  to  the  authorization  of 
the  deduction  of  Union  dues  from  his/her  wages  and  to  the 
designation  of  the  Union  as  the  recipient  thereof.   Such  consent 
shall  be  in  a  form  acceptable  to  the  employer,  and  shall  bear 
the  signature  of  the  employee.   An  employee  may  withdraw  his/her 
Union  dues  check-off  authorization  by  giving  at  least  sixty  days 
notice  in  writing  to  his/her  department  head. 
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Section  3 

An  employee  may  consent  in  writing  to  the  authorization  of 
the  deduction  of  an  agency  fee  from  his/her  wages  and  to  the 
designation  of  the  Union  as  the  recipient  thereof.   Such  consent 
shall  be  in  a  form,  acceptable  to  the  Employer,  and  shall  bear 
the  signature  of  the  employee.   An  employee  may  withdraw  his/her 
agency  fee  authorization  by  giving  at  least  sixty  days  notice  in 
writing  to  his/her  department  head. 
Section  4 

The  Employer  shall  deduct  dues  or  an  agency  fee  from  the  pay 
of  employees  who  request  such  deduction  in  accordance  with  this 
Article  and  transmit  such  funds  in  accordance  with  departmental 
policy  as  of 

July  1,  1976  to  the  Treasurer  of  the  Union  together  with  a  list 
of  employees  whose  dues  or  agency  fees  are  transmitted  provided 
that  the  State  Treasurer  is  satisfied  by  such  evidence  that  he 
may  require  that  the  Treasurer  of  the  Union  has  given  to  the 
Union  a  bond,  in  a  form  approved  by  the  Commissioner  of  the 
Department  of  Revenue,  for  the  faithful  performance  of  his/her  . 
duties,  in  a  sum  and  with  such  surety  or  securities  as  are 
satisfactory  to  the  State  Treasurer. 
Section  5 

A.    An  employee  may  consent  in  writing  to  the  authorization 
of  the  deduction  of  a  political  education  fund  fee  from  his/her 

- 

wages  and  to  the  designation  of  the  union  as  the  recipient 
thereof.   Such  consent  shall  be  in  a  form  acceptable  to  the 
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Employer  and  shall  bear  the  signature  of  the  employee.  An 
employee  may  withdraw  his/her  political  education  fund  fee 
authorization  by  giving  at  least  sixty  (60)  days  notice  in 
writing  to  his/her  department  head. 

B.    The  Employer  shall  deduct  such  political  education  fund 
fee  from  the  pay  of  employees  who  request  such  deduction  and 
shall  transmit  deductions  to  the  Treasurer  of  the  Union  together 
with  a  list  of  employees  whose  political  education  fund  fees  are 
transmitted  provided  that  the  Union  is  in  conformity  with  the 
requirements  of  section  4  of  this  Article. 

ARTICLE  4 
AGENCY  FEE 
Section  1 

Each  employee  who  elects  not  to  join  or  maintain  membership 
in  the  Union  shall  be  required  to  pay  as  a  condition  of 
employment,  beginning  thirty  days  following  the  commencement  of 
his/her  employment  or  the  effective  date  of  the  Agreement, 
whichever  is  later,  a  service  fee  to  the  Union  in  any  amount 
that  is  equal  to  the  amount  required  to  become  and  remain  a 
member  in  good  standing  of  the  exclusive  bargaining  agent  and 
its  affiliates  to  or  from  which  membership  dues  or  per  capita 
fees  are  paid  or  received,  all  as  provided  in  General  Laws 
C.150E  S.12. 
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Section  2 

This  Article  shall  not  become  operative  as  to  employees  in 
any  Statewide  bargaining  unit  certified  to  the  Union  until  this 
Agreement  has  been  formally  executed,  pursuant  to  a  vote  of  a 
majority  of  all  employees  in  that  bargaining  unit  present  and 
voting. 
Section  3 

The  Union  shall  reimburse  the  Employer  for  any  expenses 
incurred  as  a  result  of  being  ordered  to  reinstate  an  employee 
terminated  at  the  request  of  the  Union  for  not  paying  the  agency 
fee.   The  Union  will  intervene  in  and  defend  any  administrative 
or  court  litigation  concerning  the  propriety  of  such  termination 
for  failure  to  pay  the  agency  fee.   In  such  litigation  the 
Employer  shall  have  no  obligation  to  defend  the  termination. 
Section  4 

Disputes  between  the  parties  concerning  this  Article  shall 
be  resolved  in  accordance  with  the  grievance  procedure  contained 
in  this  Agreement. 

In  the  event  such  a  dispute  is  submitted  to  arbitration,  the 
arbitrator  shall  have  no  power  or  authority  to  order  the 
Employer  to  pay  such  service  fee  on  behalf  of  any  employee.   If 
the  arbitrator  decides  that  an  employee  has  failed  to  pay  or 
authorize  the  payment  of  the  service  fee  in  accordance  with  this 
Article,  the  only  remedy  shall  be  the  termination  of  the 
employment  of  such  employee  if  the  employee  continues  to  refuse 
to  pay  or  authorize  payment  of  the  required  service  fee  after 
having  sufficient  time  to  do  so. 
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ARTICLE  5 
UNION  BUSINESS 
Section  1     Union  Representation 

Union  staff  representatives  shall  be  permitted  to  have 
access  to  the  premises  of  the  Employer  for  the  performance  of 
official  Union  business,  provided  that  there  is  no  disruption  of 
operations.   Requests  for  such  access  will  be  made  in  advance 
and  will  not  be  unreasonably  denied.   The  Union  will  furnish  the 
Employer  with  a  list  of  staff  representatives  and  their  areas  of 
jurisdiction. 
Section  2      Union  Stewards  and  Officials 

A.  Union  stewards  or  Union  officials  shall  be  permitted  to 
have  time  off  without  loss  of  pay  for  the  investigation  and 
processing  of  grievances  and  arbitrations.   Requests  for  such 
time  off  shall  be  made  in  advance  and  shall  not  be  unreasonbly 
denied. 

B.  Grievants  shall  be  permitted  to  have  time  off  without 
loss  of  pay  for  processing  their  grievances  through  the 
contractual  grievance  procedure,  except  that  for  class  action, 
grievances  no  more  than  three  (3)  grievants  shall  be  granted 
such  leave. 

Section  3     Paid  Leave  of  Absence  For  Union  Business 

A.    Leaves  of  absence  without  loss  of  wages,  benefits  or 
other  privileges  may  be  granted  to  elected  delegates  of  the 
Union  to  attend  conventions  of  the  State  AFL-CIO  and  Parent 
Organizations.   Persons  designated  as  alternate  delegates  shall 
not  be  granted  paid  leaves  of  absence  to  attend  such 
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conventions.   Such  paid  leave  shall  not  exceed  a  total  of  500 
days  per  year.   Additional  requests  under  this  Section  due  to 
extenuating  circumstances  shall  be  submitted  to  and  considered 
by  O.E.R. 

B.  Time  off  without  loss  of  wages,  benefits,  or  other 
privileges  may  be  granted  to  Union  negotiating  committee  members 
for  attendance  at  negotiating  sessions. 

C.  Time  off  without  loss  of  wages,  benefits,  or  other 
privileges  may  be  granted  to  representatives  and  officers  of  the 
Union  to  attend  joint  labor/management  meetings. 

D.  All  leave  granted  under  this  section  shall  require 
prior  approval  of  OER. 

Section  4      Unpaid  Union  Leave  of  Absence 

A.  Upon  request  by  the  Union,  an  employee  may  be  granted  a 
leave  of  absence  without  pay  to  perform  full-time  official 
duties  on  behalf  of  the  Union.   Such  leave  of  absence  shall  be 
for  a  period  of  up  to  one  year  and  may  be  extended  for  one  or 
more  additional  periods  of  one  year  or  less  at  the  request  of 
the  Union.   Approved  requests  will  be  granted  by  the 
department/agency  head  not  to  exceed  one  per  each  2,000 
employees  in  the  bargaining  unit  provided  no  adverse  effect  on 
the  operations  of  the  department/agency  results. 

B.  Leaves  of  absence  without  loss  of  benefits  or  other 
privileges  (not  including  wages)  to  attend  meetings,  conventions 
and  executive  board  meetings  of  the  local,  city,  state, 
regional, and  parent  organizations  may  be  granted  to  Union 
officers,  stewards,  and  elected  delegates  of  the  Union. 
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C.  Representatives  and  officers  of  the  Union  may  be 
granted  leaves  of  absence  without  loss  of  benefits  or  other 
privileges  (not  including  wages)  to  attend  hearings  before  the 
Legislature  and  State  agencies  concerning  matters  of  importance 
to  the  Union. 

D.  Witnesses  called  by  the  union  to  testify  at  a  step  III 
hearing  or  in  an  arbitration  proceding  (step  IV)  may  be  granted 
time  off  without  loss  of  benefits  or  other  privileges  (not 
including  wages) . 

E.  All  leaves  granted  under  this  Section  shall  require 
prior  approval  of  OER. 

Section  5     Union  Use  of  Premises 

The  Union  shall  be  permitted  to  use  those  facilities  of  the 
Employer  for  the  transaction  of  Union  business  during  working 
hours,  which  have  been  used  in  the  past  for  such  purpose,  and  to 
have  reasonable  use  of  the  Employer's  facilities  during  off  duty 
hours  for  the  Union  meetings  subject  to  appropriate  compensation 
if  required  by  law. 

This  Section  shall  not  be  interpreted  to  grant  an  employee 
the  right  to  carry  on  Union  business  during  his/her  own  working 
hours,  not  granted  elsewhere  in  the  contract. 
Section  6     Bulletin  Boards 

The  Union  may  post  notices  on  bulletin  boards  or  on  an 
adequate  part  thereof  in  places  and  locations  where  notices 
usually  are  posted  by  the  Employer  for  employees  to  read.   All 
notices  shall  be  on  Union  stationery,  signed  by  an  official  of 
the  Union,  and  shall  only  be  used  to  notify  employees  of  matters 
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pertaining  to  Union  affairs.   The  notices  may  remain  posted  for 

a  reasonable  period  of  time.   No  material  shall  be  posted  which 

is  inflammatory,  profane  or  obscene, 

or  defamatory  of  the  Commonwealth  or  its  representatives,  or 

which  constitutes  election  campaign  material  for  or  against  any 

person,  organization  or  faction  thereof. 

Section  7      Employer  Provision  of  Information 

The  Employer  shall  be  required  to  provide  the  Union  with  the 
following  information: 

A.    Concurrent  with  the  issuance  of  paychecks  to  workers  in 
the  bargaining  units,  a  complete  list  of  all  employees  for  whom 
dues  or  agency  fee  have  been  deducted  (Known  as  report  NO: 
PAYR03A  "OER  Payers  Report") ,  sorted  as  follows: 

1.  state  agency/department 

2.  alphabetical  list  by  last  name/first  name 
It  shall  contain  the  following  information: 

1.  Full  name 

2.  Social  security  number  (if  approved  by  Attorney 
General) 

3.  Division  number 

4 .  Dues/agency  fee  status 

5.  Job  title 

6 .  Agency  number 

7.  Bargaining  unit 

8.  Scheduled  hours 

9.  Deduction  amount  authorized 

10.  Total  paid 
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B.  On  monthly  basis  a  complete  list  of  all  employees  who 
are  in  bargaining  unit  job  titles  to  the  Union  that  represents 
their  job  title  sorted  as  follows: 

1.  Bargaining  unit 

2 .  State  agency/department 

3 .  Agency  number 

4 .  Division  number 

5.  Alphabetical  by  last  name/first  name 
It  shall  contain  the  following  information: 

1.  Full  name 

2.  Social  security  number  (if  approved  by  Attorney 

General) 

3.  Division  number 

4 .  Employee  address 

5.  Job  title 

6 .  Agency  number 

7.  Bargaining  unit 

8.  Scheduled  hours 

9 .  Current  entry  date 

10.  Local  union  code 

C.  On  a  monthly  basis  a  complete  list  of  all  terminated 
employees  sorted  as  follows: 

1.  State  agency/department 

2 .  Agency  number 

3 .  Division  number 

4.  Alphabetical  by  last  name/first  name 
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It  shall  contain  the  following  information: 

1.  Full  name 

2.  Social  security  number  (if  approved  by  Attorney. 
General) 

3.  Division  number 

4 .  Dues/agency  fee  status 

5.  Job  title 

6.  Agency  number 

7.  Bargaining  unit 

8.  Scheduled  hours 

9.  Deduction  amount  authorized 

10.  Total  paid 

11.  Date  terminated 

12.  Reason  for  termination  (e.g.,  retired,  died,  quit, 
laid  off,  transfered,  etc.)  provided  with  the 
understanding  individuals  listed  as  terminated  may  have 
transferred  to  another  agency. 

D.    Concurrent  with  the  issuance  of  paychecks  to  workers  in 
the  bargaining  units,  a  complete  list  of  all  employees  for  whom 
political  education  fund  fees  have  been  deducted  sorted  as 
follows: 

1.  State  agency/department 

2.  Alphabetical  list  by  last  name/first  name 
It  shall  contain  the  following  information: 

1.  Full  name 

2.  Social  security  number  (if  approved  by  Attorney 
General) 
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3.  Division  number 

4 .  Dues/agency  fee  status 

5.  Job  title 

6 .  Agency  number 

7.  Bargaining  unit 

8.  Scheduled  hours 

9.  Deduction  amount  authorized 

10.  Total  paid 

E.  At  the  Union's  request  the  Employer  shall  provide  to 
the  Union  complete  lists  of  codes  used  for  job  title, 
terminiation,  agency,  division  and  other  codes  along  with  the 
definitions  for  those  codes.  Wherever  applicable  this  shall 
include  correct  address  and  telephone  numbers. 

F.  On  request  by  the  Union,  a  current  and  complete  list  of 
employees  in  each  department/agency  by  title,  listed  within  each 
title  in  order  of  date  of  employment. 

G.  The  Employer  will  provide  the  Union  the  information,  as 
required  by  this  section,  in  hard  copy  format.  At  the  request  of 
the  Union,  the  Employer  will  attempt  to  provide  this  information 
in  a  magnetic  media  format. 

H.    Any  reference  to  the  provision  of  an  employee's  social 
security  number  shall  be  dependent  on  the  Attorney  General 
determining  that  it  is  legal. 

I.    The  information  contained  in  this  Section  shall  be 
provided  as  as  soon  as  is  administratively  feasible. 
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Section  8      Orientation 

Where  the  department/agency  provides  an  orientation  program 
for  new  employees,  up  to  one  hour  shall  be  allotted  to  the  Union 
and  to  the  new  employees  during  which  time  a  Union 
representative  may  discuss  the  Union  with  the  employee. 

ARTICLE  6 
ANTI-DISCRIMINATION  AND  AFFIRMATIVE  ACTION 
Section  1 

The  employer  and  the  Union  agree  not  to  discriminate  in  any 
way  against  employees  covered  by  this  Agreement  on  account  of 
race,  religion,  creed,  color,  national  origin,  sex,  age,  mental 
or  physical  handicap,  or  union  activity. 
Section  2 

The  Union  and  the  Employer  agree  that  when  the  effects  of 
employment  practices,  regardless  of  their  intent,  discriminate 
against  any  group  of  people  on  the  basis  of  race,  religion,  age, 
sex,  national  origin,  or  mental  or  physical  handicap,  specific 
positive  and  aggressive  measures  must  be  taken  to  redress  the  .. 
effects  of  past  discrimination,  to  eliminate  present  and  future 
discrimination,  and  to  ensure  equal  opportunity  in  the  areas  of 
hiring,  upgrading,  demotion  or  transfer,  recruitment,  layoff  or 
termination,  rate  of  compensation  and  in-service  or 
apprenticeship  training  programs.   Therefore  the  parties 
acknowledge  the  need  for  positive  and  aggressive  affirmative 
action. 
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Section  3 

The  State-wide  Labor/Management  Committee  established 
pursuant  to  ARTICLE  2  6  shall  give  priority  to  the  area  of 
affirmative  action.   The  Committee  shall  review  affirmative 
action  programs  and  shall  devote  its  best  efforts  to  alleviating 
any  obstacles  that  are  found  to  exist  to  the  implementation  of 
the  policy  and  commitments  contained  in  the  Governor's  Executive 
Order  No.  116  dated  May  1,  1975  or  as  subsequently  amended. 
Section  4. 

The  Employer  and  the  Union  acknowledge  that  sexual 
harassment  is  a  form  of  unlawful  sex  discrimination,  and  the 
parties  mutually  agree  that  no  employee  should  be  subjected  to 
such  harassment.   The  term  sexual  harassment  as  used  herein  is 
conduct  such  as  unwelcome  sexual  advances,  requests  for  sexual 
favors,  and  other  verbal  or  physical  conduct  of  a  sexual  nature 
which  constitutes  sexual  harassment  when: 

A.  Submission  to  such  conduct  is  made  either  explicitly  or 
implicitly  a  term  or  condition  of  an  individual's 
employment; 

B.  Submission  to  or  rejection  of  such  conduct  by  an 
individual  is  used  as  the  basis  for  employment 
decisions  affecting  such  individual;  or 

C.  Such  conduct  has  the  purpose  or  effect  of  unreasonably 
interf erring  with  an  individual's  work  performance  or 
creating  an  intimidating,  hostile,  or  offensive  working 
environment. 
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Section  5. 

A  grievance  alleging  a  violation  of  Section  4  of  this 
Article  shall  be  filed  initially  at  Step  II  of  the  grievance 
procedure.   Such  action  must  be  brought  within  21  days  from  the 
alleged  act  or  occurence. 

ARTICLE  7 
WORKWEEK  AND  WORK  SCHEDULES 
Section  1     Scheduled  Hours,  Workweek,  Workday 

A.  Except  as  otherwise  specified  in  this  Agreement,  the 
regular  hours  of  work  for  full-time  employees  shall  be 
thirty-seven  and  one-half  hours  per  week  excluding  meal  periods 
or  forty  hours  per  week  excluding  meal  periods,  as  has  been 
established  for  that  job  title  at  the  particular  job  location. 

Any  employee  whose  regular  workweek  has  averaged  more 
than  forty  hours  excluding  meal  periods  in  the  past  shall  have  a 
forty  hour  workweek. 

B.  The  work  schedule,  both  starting  times  and  quitting 
times,  of  employees  shall  be  posted  on  a  bullentin  board  at  each 
work  location  or  otherwise  made  available  to  employees  and  Union 
stewards. 

C.  When  the  employer  desires  to  change  the  work  schedule 
of  employee (s)  the  employer  shall,  whenever  practicable,  solicit 
volunteers  from  among  the  group  of  potentially  affected 
employees,  and  select  from  among  the  qualified  volunteers.   The 
employer  shall,  whenever  practicable,  give  any  affected  employee 
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whose  schedule  is  being  involuntarily  changed  ten  (10)  days 
written  notice  of  such  contemplated  change.  The  provisions  of 
this  subsection  shall  not  be  used  for  the  purpose  of  avoiding 
the  payment  of  overtime. 

D.    To  the  extent  practicable,  the  normal  work  week  shall 
consist  of  five  (5)  consecutive  days,  Monday  through  Friday, 
with  the  regular  hours  of  work  each  day  to  be  consecutive  except 
for  meal  periods.   Similarly,  to  the  extent  practicable, 
employees  in  continuous  operations  shall  receive  2  consecutive 
days  off  in  each  seven  day  period.   The  parties  shall  establish 
a  joint  Union/Management  Committee  in  each  department/agency  to 
study  those  situations  where  such  work  schedules  do  not  now 
prevail  in  an  attempt  to  determine  the  practicability  of 
establishing  a  regular  work  schedule  for  employees  which  might 
consist  of  five  consecutive  workdays  followed  by  two  consecutive 
days  off.   The  joint  Union/Management  Committee  shall  also  study 
those  situations  in  each  facility  where  the  employee  works  more 
than  one  shift  in  a  workweek  in  an  effort  to  establish  more 
uniform  work  schedules.   Should  the  parties  not  be  able  to  come 
to  agreement  on  this  issue,  then  the  parties  may  seek  resolution 
at  Step  III  of  the  grievance  procedure.   This  subsection  should 
not  apply  to  employees  in  authorized  flexible  hours  programs. 
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E.  Employees  in  the  Department  of  Youth  Services  who 
engage  in  field  trips  from  the  forestry  camps  should  work  a 
regular  schedule  of  not  more  than  twenty-six  (26)  days  of  work 
followed  by  not  more  than  thirteen  (13)  days  off. 

F.  The  parties  acknowledge  the  benefit  of  establishing 
alternative  work  schedules,  including  but  not  limited  to 
flexible  hours,  staggered  hours,  part-time  and  job  sharing  where 
such  programs  contribute  to  the  efficient  delivery  of  state 
services.   The  Labor  Management  Committees  established  pursuant 
to  ARTICLE  2  6  of  this  Agreement  shall  meet  to  determine  the 
feasibility  of  establishing  such  options  where  they  do  not 
currently  exist,  to  monitor  existing  programs,  and  to  recommend 
changes  where  appropriate. 

Upon  the  written  request  of  either  party,  the  Union  shall 
meet  with  local  and  central  office  representatives  relative  to 
developing  and  implementing  Flex  Time/Alternative  work  schedules 
where  feasible  for  an  individual  worksite/facility  or  for  the 
department/agency. 

Following  said  meetings  where  there  continues  to  be  any 
unresolved  issues  the  areas  of  dispute  may  be  brought  at  the 
request  of  either  party  to  the  Office  of  Employee  Relations  to 
work  toward  a  possible  resolution. 
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All  agreements  reached  pursuant  to  the  above  paragraph  shall 
be  submitted  to  the  Union  and  the  Office  of  Employee  Relations 
for  approval . 
Section  2      Overtime 

A.  An  employee  shall  be  compensated  at  the  rate  of  time 
and  one-half  his/her  regular  rate  of  pay  for  authorized  overtime 
work  performed  in  excess  of  forty  hours  per  week. 

B.  An  employee  whose  regular  workweek  is  less  than  forty 
hours  shall  be  compensated  at  his/her  regular  rate  for 
authorized  overtime  work  performed  up  to  forty  hours  per  week 
that  is  in  excess  of  his/her  regular  workweek. 

C.  An  employee  shall  be  compensated  at  the  rate  of  time 
and  one-half  his/her  regular  hourly  rate  of  pay  for  authorized 
overtime  work  performed  in  excess  of  eight  hours  in  his/her 
regular  workday  except  that  an  employee  whose  regular  workday  is 
more  than  eight  hours  shall  be  compensated  at  the  rate  of  time 
and  one-half  his/her  regular  hourly  rate  of  pay  for  authorized 
overtime  work  performed  in  excess  of  his/her  regular  workday. 

The  Employer  shall  not,  for  the  purpose  of  avoiding  the 
payment  of  overtime,  curtail  the  scheduled  hours  of  an  employee 
during  the  remainder  of  a  workweek  in  which  the  employee  has 
previously  worked  hours  beyond  his/her  normally  scheduled 
workday.   This  paragraph  shall  not  apply  to  employees  who, 
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because  of  the  nature  of  the  duties  of  their  positions,  work  an 
irregular  workday,  nor  shall  it  apply  to  employees  who  have  been 
permitted  by  the  Employer. to  participate  in  an  approved 
voluntary  flexible  hours  program  that  has  been  duly  authorized 
by  the  appointing  authority  and  by  the  Director  of  the  Office  of 
Employee  Relations. 

D.  All  time  for  which  an  employee  is  on  full  pay  status 
such  as  sick  leave,  vacation,  paid  education  leave,  and  paid 
union  leave  shall  be  considered  time  worked  for  the  purpose  of 
calculating  overtime  compensation. 

E.  There  shall  be  no  duplication  or  pyramiding  of  the 
premium  pay  for  overtime  work  provided  for  in  this  Agreement. 

F.  Upon  the  request  of  an  employee,  an  Appointing 
Authority  may  grant  at  it's  discretion  compensatory  time  in  lieu 
of  payment  for  overtime  at  a  rate  not  less  than  one  and  a  half 
hours  for  each  hour  of  employment  for  which  overtime 
compensation  would  be  required  under  this  Article.   Such 
compensatory  time  shall  not  be  accumulated  in  excess  of  ninety 
hours. 

An  Appointing  Authority  shall  permit  the  use  of 
compensatory  time  within  a  reasonable  time  from  the  employee's 
request,  provided  the  use  of  compensatory  time  does  not  unduly 
disrupt  the  operation  of  a  department  or  agency. 
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Upon  termination  an  employee  shall  be  paid  for  all 
unused  compensatory  time  at  the  final  regular  rate  of  pay. 

G.    The  Employer  shall  make  every  effort  to  send  out  checks 
for  overtime  no  later  than  the  second  payroll  period  following 
the  payroll  period  of  the  overtime  worked. 

H.    Overtime  shall  be  distributed  as  equitably  and 
impartially  as  practicable  among  persons  in  each  work  location 
who  ordinarily  perform  such  related  work  in  the  normal  course  of 
their  workweek.   Department  heads  and  Union  representatives  at 
each  location  shall  work  out  procedures  for  implementing  this 
policy  of  distributing  overtime  work. 

I.    Prior  to  implementing  mandatory  overtime  a  reasonable 
effort  will  be  made  to  solicit  volunteers. 

J.    The  provisions  of  this  Section  shall  not  apply  to 
employees  on  full  travel  status  to  the  extent  permitted  by  law. 
Section  3     Regular  Meal  Periods 

A  meal  period  shall  be  scheduled  as  close  to  the  middle  of 
the  shift  as  possible  considering  the  needs  of  the 
department/agency  and  the  needs  of  the  employee. 
Section  4     Rest  Periods  and  Clean-up  Time 

A.    Employees  may  be  granted  a  rest  period  of  up  to  fifteen 
minutes  per  work  day.   Employees  covered  by  recently  expired 
contracts  shall  continue  to  enjoy  the  same  rest  period  benefits 
provided  for  in  such  contracts. 
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B.    Employees  covered  by  recently  expired  contracts 
entitiling  them  to  clean-up  time  shall  continue  to  enjoy  the 
same  clean-up  benefits  provided  for  in  such  contracts. 
Section  5      Call  Back  Pay 

An  employee  who  has  left  his/her  place  of  employment  after 
having  completed  work  on  his/her  regular  shift,  and  who  is 
called  back  to  a  workplace  prior  to  the  commencement  of  his/her 
next  scheduled  shift  shall  receive  a  minimum  of  four  hours  pay 
at  his/her  regular  hourly  overtime  rate.   This  section  shall  not 
apply  to  an  employee  who  is  called  in  to  start  his/her  shift 
early  and  who  continues  to  work  that  shift. 

An  employee  who  is  called  back  to  work  as  outlined  above  but 
is  not  called  back  to  a  work  place  shall  receive  a  minimum  of 
two  hours  pay  at  his/her  regular  overtime  rate.   For  the  purpose 
of  this  Section,  a  "work  place"  is  defined  as  any  place  other 
than  the  employee's  home  to  which  he/she  is  required  to  report 
to  fulfill  the  assignment. 

For  an  employee  who  is  called  back  pursuant  to  paragraphs  1 
and  2  of  this  Section,  the  four  hour  minimum  shall  be  counted  - 
for  the  purpose  of  calculating  overtime  compensation  pursuant  to 
Section  2  of  this  Article  when  said  employee  is  called  back  to 
the  workplace.   The  two  hour  minimum  shall  be  counted  for  the 
purpose  of  calculating  overtime  compensation  when  the  employee 
is  called  back  to  work  but  not  called  back  to  the  workplace. 
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Section  6.     Shift  Differential 

A.  Employees  of  the  Commonwealth  rendering  service  on  a 
second  or  third  shift  as  hereinafter  defined  shall  receive  a 
shift  differential  of  50  cents  per  hour  for  each  hour  worked. 
Effective  December  30,  1990,  the  shift  differential  shall  be  65 
cents  per  hour.   Effective  December  29,  1991,  the  shift 
differential  shall  be  85  cents  per  hour.   Effective  January  3, 
1993,  the  shift  differential  shall  be  $1.00  per  hour. 

B.  For  the  purpose  of  this  section  only,  a  second  shift 
shall  be  one  that  commences  at  1:00  p.m.  or  after  and  ends  not 
later  than  2:00  a.m.  and  a  third  shift  shall  be  one  that 
commences  at  9:00  p.m.  or  after  and  ends  not  later  than  9:00 
a.m. 

C.  The  above  hourly  shift  differential  shall  be  paid  in 
addition  to  regular  salary  for  eligible  employees  when  their 
entire  workday  is  on  a  second  or  third  shift.   Eligible 
employees  who  are  required  to  work  a  second  or  third  shift  or 
any  portion  thereof  on  an  overtime  basis,  replacing  a  worker  who 
normally  works  such  second  or  third  shift,  will  receive  an 
hourly  differential  pursuant  to  paragraph  A  of  this  Section. 

D.  For  employees  who  are  required  to  work  a  second  or 
third  shift  as  governed  by  paragraph  C  of  this  Section,  overtime 
shall  be  compensated  at  the  rate  of  time  and  one  half  of  the 
regular  salary  rate  plus  the  shift  differential  for  the  number 
of  hours  in  excess  of  forty  (4  0)  hours  per  week  worked  on  such 
second  or  third  shift. 
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Section  7      Stand-by  Duty 

A.  An  employee  who  is  required  by  the  department  head  to 
leave  instructions  as  to  where  he/she  may  be  reached  in  order  to 
report  to  work  when  necessary  shall  be  reimbursed  at  a  rate  not 
to  exceed  ten  dollars  for  such  stand-by  period. 

B.  The  stand-by  period  shall  be  fifteen  hours  in  duration 
for  any  night  stand-by  duty,  and  shall  be  nine  hours  in  duration 
for  any  daytime  stand-by  duty. 

C.  Stand-by  duty  shall  mean  that  a  department  head  has 
ordered  any  employee  to  be  immediately  available  for  duty  upon 
receipt  of  a  message  to  report  to  work.   If  any  employee 
assigned  to  stand-by  duty  is  not  available  to  report  to  duty 
when  called,  no  stand-by  pay  shall  be  paid  to  the  employee  for 
the  period. 

D.  When  the  practice  has  been  for  the  Employer  to  provide 
the  employees  on  stand-by  with  a  beeper,  this  practice  shall 
continue. 

Section  8     Paid  Details 

The  parties  shall  establish  a  Committee  on  Paid  Details  to 
study  the  feasibility  of  implementing  a  policy  of  paid  details 
for  state  employees. 
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Section  9.     Weekend  Differential 

A.  Effective  December  30,  1990  employees  rendering  service 
on  a  weekend  shift  as  herinafter  defined  shall  receive  a  weekend 
differential  of  50  cents  per  hour  for  each  hour  worked. 

B.  For  the  purpose  of  this  Section  only,  a  weekend  shift 
shall  be  one  that  commences  at  9:00  p.m.,  or  after  on  Friday  and 
ends  not  later  than  9:00  a.m.  on  Monday. 

ARTICLE  8 
LEAVE 
Section  1     Sick  Leave 

A.  A  full-time  employee  shall  accumulate  sick  leave  with 
pay  credits  at  the  rate  of  one  and  one  quarter  work  days  for 
each  full  calendar  month  of  employment.   An  employee  on  any 
leave  with  pay  or  industrial  accident  leave  shall  accumulate 
sick  leave  credits. 

B.  A  regular  part-time  employee  shall  be  granted  sick 
leave  credits  in  the  same  proportion  that  his/her  part-time 
service  bears  to  full-time  service. 

C.  The  above  sections  will  not  apply  to  teachers  and 
supervisors  in  any  school  of  any  department  whose  weeks  of 
service  and  basis  of  payment  of  salary  are  governed  by  Section 
31  of  Chapter  29  of  the  General  Laws.   Said  employees  will 
accumulate  sick  leave  with  pay  credits  at  the  rate  of  ten  work 
days  for  each  school  year  of  service.   Regular  part-time 
employees  governed  by   this  section  shall  be  granted  sick  leave 
credits  in  the  same  proportion  as  their  part-time  service  bears 
to  full-time  service. 
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D.  Sick  leave  shall  be  granted,  at  the  discretion  of  the 
Appointing  Authority,  to  an  employee  only  under  the  following 
conditions: 

1.  When  an  employee  cannot  perform  his/her  duties 
because  he  or  she  is  incapacitated  by  personal  illness, 
or  injury; 

2.  When  the  spouse,  child,  parent  of  either  employee 
or  his/her  spouse  or  a  relative  living  in  the  immediate 
household  of  an  employee  is  seriously  ill,  the  employee 
may  utilize  sick  leave  credits  up  to  a  maximum  of  ten 
days  per  calendar  year;  and 

3.  When  through  exposure  to  contagious  disease,  the 
presence  of  the  employee  at  his/her  work  location  would 
jeopardize  the  health  of  others. 

4.  When  appointments  with  licensed  medical  or  dental 
professionals  cannot  reasonably  be  scheduled  outside  of 
normal  working  hours  for  purposes  of  medical  treatment 
or  diagnosis  of  an  existing  medical  or  dental 
condition. 

E.  A  full-time  employee  shall  not  accrue  sick  leave  credit 
for  any  month  in  which  he/she  was  on  leave  without  pay  or  absent 
without  pay  for  a  total  of  more  than  one  day. 

F.  Upon  return  to  work  following  a  sick  leave  in  excess  of 
five  consecutive  work  days,  an  employee  may  be  required  to 
undergo  a  medical  examination  to  determine  his/her  fitness  for 
work.   The  employee,  if  he/she  so  desires,  may  be  represented  by 
a  physician  of  his/her  choice. 
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G.    Sick  leave  must  be  charged  against  unused  sick  leave 
credits  in  units  of  one-half  hour  or  full  hours,  but  in  no  event 
may  the  sick  leave  credits  used  be  less  than  the  actual  time 
off. 

H.    Any  employee  having  no  sick  leave  credits,  who  is 
absent  due  to  illness  shall  be  placed  on  leave  without  pay 
unless  said  employee  requests  use  of  other  available  leave  time 
which  is  subsequently  approved. 

I.    An  employee  who  is  reinstated  or  reemployed  after  an 
absence  of  less  than  three  years  shall  be  credited  with  his/her 
sick  leave  credits  at  the  termination  of  his/her  prior 
employment.   An  employee  who  is  reinstated  or  reemployed  after  a 
period  of  three  years  or  more  shall  receive  prior  sick  leave 
credits,  if  approved  by  the  Personnel  Administrator,  where  such 
absence  was  caused  by: 

1.  Illness  of  said  employee; 

2.  Dismissal  through  no  fault  or  deliquency 
attributable  solely  to  said  employee;  or 

3.  Injury  while  in  the  employment  of  the  Commonwealth 
in  the  line  of  duty,  and  for  which  said  employee  would 
be  entitled  to  receive  Worker's  Compensation  benefits. 

J.    A  regular  part-time  employee  shall  not  accrue  sick 
leave  credit  for  any  month  in  which  he/she  was  on  leave  without 
pay  or  absent  without  pay  in  the  same  proportion  that  his/her 
service  bears  to  one  day  of  service  of  a  full-time  employee. 

K.    Notification  of  absences  under  this  Article  must  be 
given  to  the  designated  representative  of  the  Appointing 
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Authority  as  early  as  possible  on  the  first  day  of  absence.   If 
such  notification  is  not  made,  such  absence  may,  at  the 
discretion  of  the  Appointing  Authority,  be  applied  to  absence 
without  pay. 

Where  the  Appointing  Authority  has  reason  to  believe  that 
sick  leave  is  being  abused,  the  Appointing  Authority  may  require 
the  submission  of  satisfactory  medical  evidence.   Failure  to 
produce  such  evidence  within  seven  days  of  its  request  may 
result,  at  the  discretion  of  the  Appointing  Authority,  in  denial 
of  sick  leave  for  the  period  of  absence. 

L.    No  employee  shall  be  entitled  to  a  leave  under  the 
provisions  of  this  Section  in  excess  of  the  accumulated  sick 
leave  credits  due  such  employee. 

M.    Employees  whose  service  with  the  Commonwealth  is 
terminated  shall  not  be  entitled  to  any  compensation  in  lieu  of 
accumulated  sick  leave  credits.   Employees  who  retire  shall  be 
paid  twenty  percent  (20%)  of  the  value  of  their  unused  accrued 
sick  leave  at  the  time  of  their  retirement.   It  is  understood 
that  any  such  payment  will  not  change  the  employee's  pension  .. 
benefit. 

N.    Sick  leave  credits  earned  by  an  employee  following  a 
return  to  duty  after  a  leave  without  pay  or  absence  without  pay 
shall  not  be  applied  to  such  period  of  time. 

O.    An  employee  who  while  in  the  performance  of  his/her 
duty  receives  bodily  injuries  resulting  from  acts  of  violence  of 
patients  or  prisoners  in  his/her  custody,  and  who  as  a  result  of 
such  injury  would  be  entitled  to  benefits  under  Chapter  152  of 
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the  General  Laws,  shall,  if  entitled  under  Chapter  30,  Section 
58  of  the  General  Laws,  be  paid  the  difference  between  the 
weekly  cash  benefits  to  which  he/she  would  be  entitled  under 
said  Chapter  152  and  his/her  regular  salary  without  such  absence 
being  charged  against  available  sick  leave  credits,  even  if  such 
absence  may  be  for  less  than  six  (6)  calendar  days  duration. 

P.    The  parties  recognize  that  absenteeism  and 
overutilization  of  sick  leave  by  employees  are,  where  they 
occur,  problems  of  mutual  concern.  The  parties  therefore  agree 
that  a  Labor/Management  Committee  shall  be  formed  which  shall 
meet  regularly  during  the  life  of  the  Agreement  to  develop 
methods  of  reducing  overutilization  of  sick  leave  and 
absenteeism. 

Q.    The  parties  recognize  that  any  unnecessary  delay  by 
agencies  in  processing  Industrial  Accident  paperwork  is  a 
problem  of  mutual  concern.  The  parties  therefore  agree  to 
establish  a  sub-committee  to  study  the  manner  in  which  the 
various  departments  and  agencies  process  the  paperwork 
associated  with  the  processing  and  disposition  of  Industrial 
Accident  claims.  Said  sub-committee  shall  make  such 
recommendations  to  expedite  such  claims  as  it  shall  seem 
appropriate. 
Section  2      Paid  Personal  Leave 

A.    On  each  July  1,  full-time  employees  on  the  payroll  as 
of  that  date  will  be  credited  annually  with  three  paid  personal 
leave  days  which  may  be  taken  during  the  following  twelve  months 
at  a  time  or  times  requested  by  the  employee  and  approved  by 
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his/her  Appointing  Authority.   Full-time  employees  hired  or 
promoted  into  the  bargaining  unit  after  July  1  of  each  year 
will  be  credited  with  personal  leave  days  in  accordance  with  the 
following  schedule: 
Date  of  Hire  or  Promotion  Into  Unit/Personal  Leave  Days  Credit 
July  1  -  September  3  0  3  paid  leave  days 

October  1  -  December  31        2  paid  leave  days 
January  1  -  March  31  1  paid  leave  day 

April  1  -  June  3  0  0  paid  leave  days 

Any  paid  personal  leave  not  taken  by  any  June  3  0  will  be 
forfeited  by  the  employee.   Personal  leave  days  for  regular 
part-time  employees  will  be  granted  on  a  pro-rata  basis. 
Personal  leave  may  be  available  in  units  of  two  hours  and  may  be 
used  in  conjunction  with  vacation  leave. 

B.    Nothing  in  this  section  shall  be  construed  as  giving 
more  than  three  (3)  days  personal  leave  in  a  given  fiscal  year. 
Any  employee  who  has  used  one  or  more  days  leave  while  employed 
in  state  service  shall  have  such  time  deducted  from  the  formula 
contained  herein. 
Section  3     Bereavement  Leave 

Upon  evidence  satisfactory  to  the  Appointing  Authority  of 
the  death  of  a  spouse,  child,  parent,  brother,  sister, 
grandparent,  grandchild,  or  parent  of  spouse,  or  person  living 
in  household,  an  employee  shall  be  entitled  to  leave  without 
loss  of  pay  for  a  maximum  of  four  calendar  days. 
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Section  4      Voting  Leave 

An  employee  whose  hours  of  work  preclude  him/her  from  voting 
in  a  town,  city,  state,  or  national  election  shall  upon 
application  be  granted  a  voting  leave  with  pay,  not  to  exceed 
two  hours,  for  the  sole  purpose  of  voting  in  the  election. 
Section  5     Civic  Duty  Leave 

A.  Employees  summoned  for  jury  duty  will  be  granted  a 
leave  of  absence  with  pay  for  time  lost  from  their  regular  work 
schedule  while  on  said  jury  duty  upon  presentation  of  the 
appropriate  summons  to  the  department  head  by  the  employee. 

B.  An  employee  who  receives  jury  fees  for  jury  service 
upon  presentation  of  the  appropriate  court  certificate  of 
service,  shall  either: 

1.  Retain  such  jury  fees  in  lieu  of  pay  for  the 
period  of  jury  service  if  the  jury  fees  exceed  his/her 
regular  rate  of  compensation  for  the  period  involved; 
or 

2.  Remit  to  the  appointing  authority  the  jury  fees  if 
less  than  his/her  regular  rate  of  compensation  for  the 
period  involved. 

C.  Jury  fees  for  the  purpose  of  this  Article  shall  be  the 
per  diem  rate  paid  for  jury  duty  by  the  court  not  including  the 
expenses  reimbursed  for  travel,  meals,  rooms,  or  incidentals. 

D.  An  employee  summoned  as  a  witness  in  court  on  behalf  of 
the  Commonwealth  or  any  town,  city  or  county  of  the  Commonwealth 
or  on  behalf  of  the  Federal  Government  shall  be  granted  court 
leave  with  pay  upon  filing  of  the  appropriate  notice  of  service 
with  his/her  department  head  except  that  this  Section  shall  not 
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apply  to  an  employee  who  is  also  in  the  employ  of  any  town,  city 
or  county  of  the  Commonwealth  or  in  the  employ  of  the  Federal 
Government  or  any  private . employer  and  who  is  summoned  on  a 
matter  arising  from  that  employment. 

E.  All  fees  for  court  service  except  jury  fees  paid  for 
service  rendered  during  office  hours  must  be  paid  to  the 
Commonwealth.   Any  fees  paid  to  an  employee  for  court  service 
performed  during  a  vacation  period  may  be  retained  by  the 
employee.   The  employee  shall  retain  expenses  paid  for  travel, 
meals,  rooms,  etc. 

F.  An  employee  on  court  leave  who  has  been  excused  by  the 
proper  court  authority  shall  report  to  his/her  official  duty 
station  if  such  interruption  in  court  service  will  permit  four 
or  more  consecutive  hours  of  employment.   Court  leave  shall  not 
effect  any  employment  rights  of  the  individual. 

G.  No  court  leave  shall  be  granted  when  the  employee  is 
the  defendant  or  is  engaged  in  personal  litigation. 
Section  6     Military  Leave 

A.  An  employee  shall  be  entitled  during  the  time  of 
his/her  service  in  the  armed  forces  of  the  Commonwealth,  under 
Sections  38,  40,  41,  42,  or  60  of  C.33  of  the  General  Laws,  to 
receive  pay  therefor,  without  loss  of  his/her  ordinary 
remuneration  as  an  employee. 

B.  An  employee  shall  be  entitled,  during  his/her  annual 
tour  of  duty  of  not  exceeding  seventeen  (17)  days  as  a  member  of 
a  reserve  component  of  the  armed  forces  of  the  United  States,  to 
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receive  pay  therefor,  without  loss  of  his/her  ordinary 
remuneration  as  an  employee  under  Section  59  of  C.33  of  the 
General  Laws  as  amended. 

C.  An  employee  who  is  a  member  of  a  reserve  component  of 
the  armed  forces  of  the  United  States  and  who  is  called  for  duty 
other  than  the  annual  tour  of  duty  of  not  exceeding  seventeen 
(17)  days  shall  be  subject  to  the  provisions  of  Chapter  708  of 
the  Acts  of  1941  as  amended,  or  of  Chapter  805  of  the  Acts  of 
1950  as  amended,  or  Chapter  671  of  the  Acts  of  1966,  and 
amendments  thereto. 

D.  In  accordance  with  Chapter  708  of  the  Acts  of  1941,  as 
amended,  an  employee  who,  on  or  after  January  first,  nineteen 
hundred  and  forty,  shall  have  tendered  his/her  resignation  or 
otherwise  terminated  his/her  service  for  the  purpose  of  serving 
in  the  military  or  naval  forces  of  the  United  States  who  does 
serve  or  was  or  shall  be  rejected  for  such  service  shall  except 
as  otherwise  provided  by  Chapter  708  of  the  Acts  of  1941,  as 
amended,  be  deemed  to  be  or  to  have  been  on  military  leave,  and 
no  such  person  shall  be  deemed  to  have  resigned  from  the  service 
of  the  Commonwealth  or  to  have  terminated  such  service  until  the 
expiration  of  two  years  from  the  termination  of  said  military  or 
naval  service  by  him/her. 

Section  7     Maternity,  and  Adoptive  Leave 

A.    A  full-time  or  part-time  employee  who  has  completed 
her/his  probationary  period,  or  if  there  is  no  such  probationary 
period,  has  been  employed  for  at  least  three  consecutive  months, 
who  is  absent  from  her/his  employment  with  the  Commonwealth  for  a 
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period  not  exceeding  eight  weeks  for  the  purpose  of  giving  birth 
or  adopting  a  child  and  who  has  given  notice  of  her/his 
intention  to  return,  shall  be  granted  a  maternity  or  adoptive 
leave  without  pay  if  the  employee's  request  for  such  leave  is 
made  to  the  Appointing  Authority  at  least  two  weeks  in  advance 
of  the  anticipated  date  of  departure. 

If  an  employee  has  accrued  sick  leave,  personal  leave,  or 
vacation  credits  at  the  commencement  of  her/his  maternity  or 
adoptive  leave,  the  employee  may  use  such  leave  credits  for 
which  s/he  may  be  eligible  under  the  sick  leave,  personal  leave, 
or  vacation  provisions  of  this  Agreement.   The  Appointing 
Authority  may,  in  his/her  discretion,  assign  an  employee  to 
backfill  for  an  employee  who  is  on  maternity  or  adoptive  leave. 
Such  assignment  may  not  be  subject  to  the  grievance  procedure. 

B.    At  the  expiration  of  the  maternity  or  adoptive  leave, 
the  employee  will  be  restored  to  her/his  previous  position  or 
similar  position  with  the  same  status,  pay,  and  length  of 
service  credit  as  of  the  date  of  her/his  leave.   If  during  the 
period  of  the  leave,  employees  in  the  same  or  similar  position 
in  the  department  have  been  laid  off  through  no  fault  of  their 
own,  the  employee  will  be  extended  the  same  rights  or  benefits, 
if  any,  extended  to  employees  of  equal  length  of  service  in  the 
same  or  similar  position  in  the  department.   If  such  leave  is  to 
exceed  eight  (8)  weeks,  such  extension  must  be  substantiated  by 
a  Doctor's  Certificate,  or  must  be  taken  in  accordance  with  the 
personal  or  vacation  leave  provisions. 
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C.  Notwithstanding  any  other  provision  of  this  Agreement 
to  the  contrary,  the  maternity  or  adoptive  leave  granted  under 
this  Article  shall  not  affect  the  employee's  right  to  receive 
any  contractual  benefits  for  which  s/he  was  eligible  at  the  time 
of  her/his  leave.   The  period  of  any  unpaid  maternity  or 
adoptive  leave  shall  not  be  included  in  any  computation  of  such 
benefits,  rights,  or  advantages. 

D.  An  employee  on  maternity  or  adoptive  leave  may  have 
her/his  group  health  insurance  benefits  continued  for  the  period 
of  time  the  employee  is  absent  on  such  leave.   The  employee, 
while  on  leave,  is  required  to  pay  the  same  monthly  premium  s/he 
would  have  paid  had  such  leave  not  been  taken. 

Section  8     Family  Leave 

A.    Upon  written  application  to  the  Appointing  Authority, 
including  a  statement  of  any  reasons,  any  employee  who  has 
completed  his/her  probationary  period,  or  if  there  is  no 
probationary  period  who  has  been  employed  at  least  three  (3) 
consecutive  months  who  has  given  at  least  two  (2)  weeks  prior 
notice  of  his/her  anticipated  date  of  departure  and  who  has 
given  notice  of  his/her  intention  to  return,  may  be  granted 
family  leave  for  a  period  not  exceeding  ten  (10)  weeks.   Such 
leave  shall  be  without  pay  or  benefits  for  such  period.   The 
Appointing  Authority  may,  in  his/her  discretion,  assign  an 
employee  to  back  fill  for  an  employee  who  is  family  leave.   Such 
assignment  may  not  be  subject  to  the  grievance  procedure.   The 
purpose  for  which  an  employee  may  submit  his/her  application  for 
such  unpaid  leave  shall  be  limited  to  the  need  to  care  for,  or 
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to  make  arrangements  for  care  of,  the  employee's  spouse,  parent, 
grandparent,  grandchild,  brother  or  sister  living  in  the  same 
household,  or  child,  whether  or  not  the  child  (or  children)  is 
the  natural,  adoptive,  foster,  stepchild  or  child  under  legal 
guardianship  of  the  employee. 

B.  Ten  (10)  days  of  family  leave  may  be  taken  in  not  less 
than  one-day  increments.   However,  such  leave  requires  the  prior 
approval  of  the  Appointing  Authority  or  his/her  designee. 

C.  If  an  employee  has  accrued  sick  leave,  personal  leave, 
or  vacation  leave  credits  at  the  commencement  of  her/his  family 
leave,  that  employee  may  use  such  leave  credits  for  which  s/he 
may  be  eligible  under  the  sick  leave,  personal  leave,  or 
vacation  leave  provisions  of  this  Agreement. 

D.  Between  periods  of  family  leave,  where  an  employee 
returns  to  the  payroll  for  a  period  of  less  than  two  weeks,  when 
a  holiday  falls  during  that  time,  no  holiday  pay  or  compensatory 
time  shall  be  granted  for  such  holiday. 

E.  An  employee  who  requests  and  is  granted  family  leave 
for  the  purpose  of  caring  for  the  employee's  minor  dependent 
child  under  three  years  of  age,  may  have  her/his  group  health 
insurance  benefits  continued  for  the  period  of  time  the  employee 
is  absent  on  such  leave.   The  employee,  while  on  leave,  is 
required  to  pay  the  same  monthly  premium  s/he  would  have  paid 
had  such  leave  not  been  taken. 
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Section  9      Educational  Leave 

A.  Employees  may  be  granted  a  paid  leave  of  absence  in 
accordance  with  the  policies  of  the  Employer  for   educational 
purposes  to  attend  conferences,  seminars,  briefing  sessions  or 
other  functions  of  a  similar  nature  that  are  intended  to  improve 
or  upgrade  the  individual's  skill  or  professional  ability.   The 
employee  shall  not  suffer  any  loss  of  seniority  or  benefits  as  a 
result  of  such  leave. 

B.  Each  year  twenty  Unit  8  employees  in  the  Human  Services 
Secretariat  shall  be  granted  a  paid  leave  of  absence  in 
accordance  with  the  policies  of  the  Employer  for  educational 
purposes. 

Section  10 

For  the  purposes  of  ARTICLE  8  LEAVE,  ARTICLE  9  VACATIONS, 
and  ARTICLE  10  HOLIDAYS,  the  term  "day"  with  respect  to 
employees  who  work  an  irregular  workday  or  whose  regular  workday 
is  longer  than  the  normal  seven  and  one-half  or  eight  hour 
workday  shall  mean  seven  and  one-half  or  eight  hours,  whichever 
is  appropriate,  and  for  the  purpose  of  ARTICLE  9  VACATIONS,  the 
term  "week"  with  respect  to  such  employees  shall  mean 
thirty-seven  and  one-half  or  forty  hours,  whichever  is 
appropriate. 

ARTICLE  9 
VACATIONS 
Section  1 

The  vacation  year  shall  be  the  period  from  July  1st  to  June 
3  0th,  inclusive. 
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Section  2 

A.  Vacation  leave  with  pay  shall  be  credited  to  full-time 

employees  employed  by  the  Commonwealth  on  the  last  day  of  each 

full  month  worked  based  on  work  performed  during  that  month  as 

follows: 

Length  of  continuous  full-time  .   Vacation  Credit 
"creditable  service"  Accrued 

Less  than  four  and  one  half  years.       5/6  days 

Four  and  one-half  years,  but  less  than   1  1/4  days 
nine  and  one-half  years. 

Nine  and  one-half  years,  but  less  than   1  2/3  days 
nineteen  and  one-half  years. 

Nineteen  and  one-half  years  or  more.      2  1/12  days 

The  monthly  accrual  of  vacation  shall  begin  as  soon  as  is 
administratively  feasible. 

B.  For  determining  vacation  status  under  this  Article, 
"creditable  service"  only  shall  be  used. 

All  service  beginning  on  the  first  working  day  in  the 
state  agency  where  rendered,  and  all  service  thereafter  becomes 
"creditable  service"  provided  there  has  not  been  any  break  of 
three  years  or  more  in  such  service  as  referred  to  in  Section  12 
of  this  Article. 
Section  3 

A  full-time  employee  on  leave  without  pay  and/or  absent 
without  pay  for  twenty  or  more  cumulative  days  in  any  vacation 
year  shall  have  his/her  vacation  leave  earned  that  year  reduced 
by  the  percent  determined  by  dividing  the  days  without  pay  by 
the  scheduled  work  days  in  the  vacation  year.   In  addition,  any 
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such  leave  or  absence  without  pay  for  twenty  or  more  cumulative 
days  in  any  vacation  year  shall  result  in  the  permanent  loss  of 
one  year  of  continuous  service  for  the  purpose  of  vacation 
credit,  unless  such  leave  or  absence  is  attributable  to  one  of 
the  following  reasons: 

serious  illness  requiring  hospitalization  for  all  or  a 

portion  of  the  period  of  absence 

industrial  accident 

maternity/adoptive  leave 

family  leave 

military  leave 

educational  leave 

civic  duty  leave, 
in  which  case  "continuous  service"  for  purposes  of  vacation 
credit  shall  not  be  affected. 
Section  4 

Vacation  leave  earned  during  any  vacation  year  in  which  an 
employee  achieves  the  next  higher  vacation  accrual  status  shall 
be  credited  at  the  rate  at  which  the  employee  began  the  current 
vacation  year.   Adjustments  necessary  to  reflect  the  higher 
vacation  accrual  status  shall  be  credited  on  the  last  day  of  the 
vacation  year. 
Section  5 

A  regular  part-time  employee  shall  be  granted  vacation  leave 
in  the  same  proportion  that  his/her  part-time  service  bears  to 
full-time  service. 
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Section  6 

A  regular  part-time  employee  who  is  absent  without  pay 
and/or  on  leave  without  pay  for  that  number  of  hours  that 
his/her  service  bears  to  twenty  days  of  service  of  a  full-time 
employee  shall  have  his/her  vacation  leave  earned  that  year 
reduced  by  the  percent  determined  by  dividing  the  hours  without 
pay  by  the  total  number  of  scheduled  hours  of  work  in  his/her 
vacation  year.   In  addition,  any  such  leave  or  absence  without 
pay  for  twenty  or  more  cumulative  days  in  any  vacation  year 
shall  result  in  the  permanent  loss  of  one  year  of  continuous 
service  for  the  purpose  of  vacation  credit  unless  such  leave  or 
absence  is  attributable  to  one  of  the  following  reasons: 

Serious  illness  requiring  hospitalization  for  all  or  a 

portion  of  the  period  of  absence 

industrial  accident 

maternity/adoptive  leave 

family  leave 

military  leave 

educational  leave 

civic  duty  leave, 
in  which  case  "continuous  service"  for  purpose  of  vacation 
credit  shall  not  be  affected. 
Section  7 

An  employee  who  is  reinstated  or  reemployed  after  less  than 
three  years  shall  have  his/her  prior  service  included  in 
determining  his/her  continuous  service  for  vacation  purposes. 
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Section  8 

The  Appointing  Authority  shall  grant  vacation  leave  in  the 
vacation  year  in  which  it  becomes  available,  unless  in  his/her 
opinion  it  is  impossible  or  impracticable  to  do  so  because  of 
work  schedules  or  emergencies.   In  cases  where  the  vacation 
requests  by  employees  in  the  same  title  conflict,  preference, 
subject  to  the  operational  needs  of  the  department/agency,  shall 
be  given  to  employees  on  the  basis  of  years  of  employment  with 
the  Commonwealth. 

Unused  vacation  leave  earned  during  the  previous  two  (2) 
vacation  years  can  be  carried  over  on  July  1  for  use  during  the 
following  vacation  year.   Annual  earned  vacation  leave  credit 
not  used  by  June  3  0  of  the  second  year  it  was  earned  will  be 
forfeited. 

The  department  head  is  charged  with  the  responsibility  of 
seeing  that  vacation  is  taken  in  order  that  the  employee  does 
not  lose  vacation  credits.   Each  employee  shall  receive  annually 
on  or  before  April  1,  as  of  March  1,  a  preliminary  statement  of 
the  available  vacation  credits  from  the  local  office.   A  central 
office  statement  shall  be  forth  coming  to  each  work  location  by 
April  3  0  for  dissemination  to  each  employee. 

The  parties  recognize  the  need  to  ensure  the  granting  of 
personal  leave,  vacation,  holiday  and  compensatory  time  when  it 
is  requested  and  as  it  becomes  available.   Towards  this  end  the 
department  heads  and  union  representatives  at  each  work  location 
shall  work  out  procedures  for  implementing  this  policy  of 
granting  time  off. 
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Section  9 

Absences  on  account  of  sickness  in  excess  of  the  authorized 
sick  leave  provided  in  the  Agreement  (or  for  personal  reasons 
not  provided  for  under  said  sick  leave  provisions) ,  may  be 
charged  to  vacation  leave  upon  request  of  the  employee  and 
subsequent  approval  by  the  Appointing  Authority. 
Section  10 

Charges  to  vacation  leave  credit  may  be  allowed  in  units  of 
one  half  days.   At  least  one  day  of  vacation  leave  per  year  may 
be  taken  in  increments  of  two  hours. 
Section  11 

Employees  who  are  eligible  for  vacation  under  this  Article 
whose  services  are  terminated  shall  be  paid  an  amount  equal  to 
the  vacation  leave  which  has  been  credited  but  not  used  by  the 
employee  up  to  the  time  of  separation,  provided  that  no  monetary 
or  other  allowance  has  already  been  made  therefore. 

Upon  the  death  of  an  employee  who  is  eligible  for  vacation 
credit  under  this  Agreement,  the  Personnel  Administrator  may, 
upon  request  of  the  appointing  authority  of  the  deceased  person, 
authorize  the  payment  of  such  compensation  in  the  following 
order  of  precedence: 

First:     To  the  surviving  beneficiary  or  beneficiaries,  if 
any,  lawfully  designated  by  the  employee  under  the  state 
employees'  retirement  system,  and 

Second:    If  there  be  no  such  designated  beneficiary  to  the 
estate  of  the  deceased. 
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Section  12 

Employees  who  are  reinstated  or  who  are  reemployed  shall  be 
entitled  to  their  vacation  status  at  the  termination  of  their 
previous  service  and  allowed  such  proportion  of  their  vacation 
under  Section  2  of  this  Article.   No  credit  for  previous  service 
may  be  allowed  where  reinstatement  occurs  after  an  absence  of 
three  years  unless  approval  of  the  Personnel  Administrator  is 
secured  for  any  of  the  following  reasons: 

A.  Illness  of  the  employee 

B.  Dismissal  through  no  fault  or  deliquency  attributable 
solely  to  the  employee. 

C.  Injury  while  in  the  service  of  the  Commonwealth  in  line 
of  his/her  duties  and  for  which  the  employee  would  be 
entitled  to  receive  Worker's  Compensation  benefits. 

Section  13 

Vacation  credits  shall  accrue  to  an  employee  while  on  a 
leave  with  pay  status  or  on  industrial  accident  leave. 
Section  14 

Vacation  leave  earned  following  a  return  to  duty  after  leave 
without  pay  or  absence  without  pay  shall  not  be  applied  against 
such  leave  or  absence. 
Section  15 

If  an  employee  is  on  industrial  accident  leave  and  has 
available  vacation  credits  which  have  not  been  used  and  who, 
because  of  the  provision  of  Section  8  of  this  Article  would  lose 
such  vacation  credits,  the  Appointing  Authority  of  such  employee 
shall  convert  such  vacation  credits  to  sick  leave  credits  on 
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June  3  0th  of  the  year  in  which  such  vacation  credits  would  be 
lost  if  not  taken. 
Section  16 

The  vacation  provisions  of  this  Article  shall  not  apply  to 
teachers  or  supervisors  employed  at  any  school  in  any  department 
of  the  Commonwealth  whose  weeks  of  service  and  basis  of  payment 
of  salary  are  regulated  by  Section  31  of  Chapter  29  of  the 
General  Laws. 
Section  17 

Non-teaching  employees  in  any  school  within  any  department 
of  the  Commonwealth,  whose  regular  service  is  rendered  between 
September  first  and  June  thirtieth,  may  be  granted  the  vacation 
leave  to  which  he/she  is  entitled  either  during  the  period  of 
his/her  regular  service,  or  after  the  expiration  thereof,  as  is 
determined  by  the  Appointing  Authority  of  such  employees.   Such 
employees  shall  be  credited  with  ten  twelfths  of  vacation 
allowance  per  school  year  if  otherwise  eligible. 

ARTICLE  10 
HOLIDAYS 
Section  1 

The  following  days  shall  be  holidays  for  employees 

New  Year's  Day 

Martin  Luther  King  Day 

Washington's  Birthday 
*Evacuation  Day 

Patriot's  Day 

Memorial  Day 
*Bunker  Hill  Day 

Independence  Day 

Labor  Day 

Columbus  Day 
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Veterans  Day 
Thanksgiving  Day 
Christmas  Day 

*Only  in  Suffolk  County 
Section  2 

All  holidays  shall  be  observed  on  the  Commonwealth's  legal 
holiday  unless  an  alternative  day  is  designated  by  the  Employer. 
Section  3 

When  a  holiday  occurs  on  the  regular  scheduled  workday  of  a 
full-time  employee,  he/she,  if  not  required  to  work  that  day, 
shall  be  entitled  to  receive  his/her  regular  day's  pay  for  such 
holiday. 
Section  4 

When  a  holiday  occurs  on  a  day  that  is  not  an  employee's 
regular  workday,  he/she,  at  the  option  of  the  Employer  shall 
receive  pay  for  one  day  at  his/her  regular  rate  or  one 
compensatory  day  off  with  pay  within  sixty  days  following  the 
holiday  to  be  taken  at  a  time  approved  by  the  agency  head. 
Section  5 

An  employee  required  to  work  on  a  holiday  shall  receive  a 
compensatory  day  off  with  pay  within  sixty  days  following  the 
holiday  to  be  taken  at  a  time  approved  by  the  agency  head  or  if 
a  compensatory  day  cannot  be  granted  by  the  agency/department 
because  of  a  shortage  of  personnel  or  other  reasons,  then  he/she 
shall  be  entitled  to  pay  for  one  day  at  his/her  regular  rate  of 
pay  in  addition  to  pay  for  the  holiday  worked. 
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Section  6 

A  part-time  employee  shall  earn  pay  for  a  holiday  or 
compensatory  time  in  the  same  proportion  that  his/her  part-time 
service  bears  to  full-time  service. 

A  part-time  employee  who  is  scheduled  but  not  required  to 
work  on  a  holiday,  who  receives  less  holiday  credit  than  the 
number  of  hours  he/she  is  regularly  scheduled  to  work,  may  use 
other  available  leave  time,  or  upon  the  request  of  the  employee 
and  approval  by  the  Appointing  Authority,  subject  to  operational 
needs,  may  make  up  the  difference  in  hours  that  same  workweek. 
The  scheduling  of  these  hours  will  be  at  a  time  requested  by  the 
employee  and  approved  by  the  Appointing  Authority,  subject  to 
operational  needs. 
Section  7 

An  employee  who  is  on  leave  without  pay  or  absent  without 
pay  for  that  part  of  his/her  scheduled  workday  immediately 
preceding  or  immediately  following  a  holiday  that  occurs  on  a 
regularly  scheduled  workday  for  which  the  employee  is  not 
required  to  work  shall  not  receive  holiday  pay  for  that  holiday. 

The  above  procedure  may  be  waived  by  the  employer  if  an 
employee  is  tardy  due  to  severe  weather  conditions  or  if  an 
employee  is  tardy  for  not  more  than  two  (2)  hours  due  to  events 
beyond  the  control  of  the  employee.   Denial  of  said  waiver  by 
the  employee  may  be  appealed  up  to  Step  III  of  the  grievance 
procedure  if  the  Union  feels  that  said  denial  was  arbitrary  or 
capricious. 
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Section  8 

An  employee  who  is  granted  sick  leave  for  a  holiday  or  part 
of  a  holiday  on  which  s/he  is  scheduled  to  work  shall  not 
receive  holiday  pay  or  a  compensatory  day  off  for  that  portion 
of  the  holiday  not  worked. 
Section  9 

An  employee  not  otherwise  entitled  to  the  Suffolk  County 
holidays,  pursuant  to  Section  1  above,  and  who  is  scheduled  to 
work  on  such  holiday  shall  be  entitled  to  a  day  off  with  pay, 
within  sixty  days  following  the  holiday,  to  be  taken  at  a  time 
approved  by  the  agency  head,  or  if  a  compensatory  day  cannot  be 
granted  by  the  agency/department  because  of  a  shortage  of 
personnel  or  other  reasons  then  he/she  shall  be  entitled  to  pay 
for  one  day  at  his/her  regular  rate  of  pay  in  addition  to  pay 
for  work  on  the  Suffolk  County  Holiday. 

Additionally,  an  employee  who  is  not  scheduled  to  work  on  a 
Suffolk  County  holiday,  if  the  employee's  usual  work-week  is 
five  or  more  days,  shall  be  entitled  to  a  day  off  with  pay, 
within  sixty  days  following  the  holiday,  to  be  taken  at  a  time 
approved  by  the  agency  head,  or  if  a  compensatory  day  cannot  be 
granted  by  the  agency/department  because  of  a  shortage  of 
personnel  or  other  reasons  then  he/she  shall  be  entitled  to  pay 
for  one  day  at  his/her  regular  rate  of  pay. 
Section  10 

Effective  December  30,  1990,  employees  of  the  Commonwealth 
rendering  service  on  New  Year's  Day,  Independence  Day,  Labor  Day 
Thanksgiving  Day,  or  Christmas  Day  shall  receive  a  holiday 


(48) 


differential  of  .35  per  hour  for  each  hour  worked. 

Effective  December  29,  1991,  the  holiday  differential  shall 
be  .50  per  hour  for  each  hour  worked. 

Effective  December  27,  1992,  the  holiday  differential  shall 
be  .65  per  hour  for  each  hour  worked. 

ARTICLE  11 


EMPLOYEE  EXPENSES 
Section  1 

A.  When  an  employee  is  authorized  to  use  his/her  personal 
automobile  for  travel  related  to  his/her  employment  he/she  shall 
be  reimbursed  at  the  rate  of  twenty-two  cents  per  mile. 
Effective  12/29/90  the  rate  shall  be  twenty-four  cents  per 
mile.   This  rate  of  reimbursement  is  intended  to  cover  the  costs 
of  garages,  parking,  tolls,  and  other  charges. 

B.  An  employee  who  travels  from  his/her  home  to  a 
temporary  assignment  rather  than  to  his/her  regulary  assigned 
office,  shall  be  allowed  transportation  expenses  for  the 
distance  between  his/her  home  and  his/her  temporary  assignment, 
or  between  his/her  regularly  assigned  office  and  his/her 
temporary  assignment,  whichever  is  less. 

C.  Employees  shall  not  be  reimbursed  for  commuting  between 
their  home  and  office  or  other  regular  work  location.   With  the 
approval  of  the  Personnel  Administrator,  an  employee's  home  may 
be  designated  as  his/her  regular  office  by  his/her  Appointing 
Authority,  for  the  purposes  of  allowed  transportation  expenses 
in  cases  where  the  employee  has  no  regular  office  or  other 
regular  work  location. 
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amounts: 

Meals 

Maximum  Allowance 

Breakfast 

$3.75 

Lunch 

$6.50 

Supper 

$10.00 

Section  2 

A.  Effective  December  30,  1990,  an  employee  who  is 
assigned  to  duty  that  requires  him/her  to  be  absent  from  his/her 
home  for  more  than  twenty-four  hours  shall  be  reimbursed  for 
reasonable  charges  for  lodging  including  reasonable  tips  and  for 
meal  expenses,  including  tips,  not  to  exceed  the  following 

Applicable  Period 
3:01  to  9:00  A.M. 
9:01  to  3:00  P.M. 
3:01  to  9:00  P.M. 

B.  On  the  first  day  of  assignment  to  duty  in  excess  of 
twenty-four  (24)  hours,  employees  shall  not  be  reimbrused  for 
breakfast  if  such  assignement  commences  after  six  (6:00)  a.m., 
for  lunch  if  such  assignment  ends  before  noon  or  for  supper  if 
such  assignment  ends  before  ten  (10:00)  p.m. 

C.  On  the  last  day  of  assignment  to  duty  in  excess  of 
twenty-four  (24)  hours,  employees  shall  not  be  reimbursed  for 
breakfast  if  such  assignment  ends  before  six  (6:00)  a.m.,  for 
lunch  if  such  an  assignment  ends  before  noon  or  for  supper  if 
such  assignment  ends  before  six  (6:00)  p.m. 

D.  For  travel  of  less  than  twenty-four  (24)  hours 
commencing  two  (2)  hours  or  more  before  compensated  time, 
employees  shall  be  entitled  to  the  above  breakfast  allowance. 
For  travel  of  less  than  twenty-four  (24)  hours  ending  two  (2) 
hours  or  more  after  compensated  time,  employees  shall  be 
entitled  to  the  above  supper  allowance.   Employees  are  not 
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entitled  to  the  above  lunch  allowance  for  travel  of  less  than 
twenty-four  (24)  hours. 
Section  3 

Effective  December  30,  1990  employees  who  work  three  (3)  or 
more  hours  of  authorized  overtime,  exclusive  of  meal  times,  in 
addition  to  their  regular  hours  of  employment  or  employees  who 
work  three  (3)  or  more  hours,  exclusive  of  meal  times,  on  a  day 
other  than  their  regular  work  day,  shall  be  reimbursed  for 
expenses  incurred  for  authorized  meals,  including  tips,  not  to 
exceed  the  following  amounts  and  in  accordance  with  the 
following  time  periods: 


Breakfast 
Lunch 
Dinner 
Midnight /Snack 


3:01  a.m.  to  9:00  a.m, 

9:01  a.m.  to  3:00  p.m 

3:01  p.m.  to  9:00  p.m 

9:01  p.m.  to  3:00  a.m 


$3.00 
$4.75 
$7.50 
$3.00 


Section  4 


Those  employees  who  are  on  full  travel  status  for  the 
purpose  of  exercising  care  and  custody  of  patients,  clients  or 
prisoners  shall  receive  payment  of  $15.00  for  each  such 
twenty-four  hour  period.  After  completion  of  one  or  more  such 
consecutive  twenty-four  hour  periods,  if  such  an  employee 
continues  on  full  travel  status  for  at  least  an  additional  six 
hours  but  less  than  additional  twenty-four  hours,  that  employee 
shall  be  entitled  to  receive  the  payment  of  $15.00  for  such 
final  period  of  full  travel  status. 
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ARTICLE  12 
SALARY  RATES 
Section  1 

The  following  shall  apply  to  full  time  employees: 

A.  For  the  period  January  13,  1991  through  June  29,  1991: 

1.  In  job  grades  twelve  and  below  there  shall  be  a 
fourteen  (14)  dollar  per  week  increase  in  salary  not  to 
be  included  in  the  rate. 

2.  In  job  grades  thirteen  and  above  there  shall  be  a 
three  (3)  percent  increase  in  salary  rates. 

B.  Effective  June  30,  1991  there  shall  be  a  three  (3) 
percent  increase  in  salary  rate  for  employees.   Those  employees 
in  job  grades  twelve  and  below  shall  have  their  base  rate,  for 
purposes  of  this  and  any  future  increases,  computed  as  if  they 
had  received  a  3%  increase  instead  of  a  fourteen  dollar  increase 
on  January  13,  1991. 

C.  Effective  December  29,  1991  there  shall  be  a  two  (2) 
percent  increase  in  salary  rate  for  employees. 

D.  Effective  June  28,  1992  there  shall  be  a  three  (3) 
percent  increase  in  salary  rate  for  employees. 

E.  Effective  January  3,  1993  there  shall  be  a  two  (2) 
percent  increase  in  salary  rate  for  employees. 

F.  For  the  period  July  1,  1990  through  January  12,  1991, 
the  salary  schedule  appearing  in  Appendix  A  (1)  of  the 
Collective  Bargaining  Agreement  between  the  parties  for  the  term 
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April  1,  1986  to  March  31,  1989  (and  as  subsequently  extended 
per  Agreement  of  the  Parties)  shall  continue  in  effect.   Said 
salary  schedule  is  reproduced  in  Appendix  A  (1)  of  this 
Agreement.   Subsequent  salary  schedules,  Appendices  A  (2) ,  A 
(3),  A  (4),  A  (5)  and  A  (6)  shall  take  effect  on  the  dates 
outlined  in  Paragraphs  A,  B,  C,  D  and  E  above  and  shall  include 
the  general  wage  increases  outlined  therein. 
Section  2 

The  salary  rate  for  employees  hired,  reinstated  or 
reemployed  on  or  after  July  1,  1990  shall  be  step  1  for  the  job 
group  of  his/her  position  except  in  cases  where  a  new  employee 
is  hired  by  a  department/agency  at  a  salary  rate,  approved  by 
the  Director  of  the  Office  of  Employee  Relations,  above  step  1. 
Section  3 

A.    Under  the  terms  of  this  Agreement,  an  employee  shall 
advance  to  the  next  higher  salary  step  in  his/her  job  group 
until  the  maximum  salary  rate  is  reached,  unless  he/she  is 
denied  such  step  rate  by  his/her  Appointing  Authority.   An 
employee  shall  progress  from  one  step  to  the  next  higher  step 
after  each  fifty-two  (52)  weeks  of  creditable  service  in  a  step 
commencing  from  the  first  day  of  the  payroll  period  immediately 
following  his/her  anniversary  date. 

In  the  event  an  employee  is  denied  a  step  rate  increase  by 
his/her  Appointing  Authority,  he/she  shall  be  given  a  written 
statement  of  reasons  therefore  not  later  than  five  (5)  days 
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preceding  the  date  when  the  increase  would  otherwise  have  taken 
effect.  Time  off  the  payroll  is  not  creditable  service  for  the 
purpose  of  step  rate  increases. 

B.    Paragraph  A  shall  not  apply  to  teachers  and  supervisors 
covered  by  Chapter  3  0  section  4  6  paragraph  two,  whose  salary 
increments  shall  take  effect  in  the  first  week  of  September  or 
the  first  week  of  February  pursuant  to  said  paragraph  two. 
Section  4 

Whenever  an  employee  receives  a  promotion  to  a  higher  job 
group,  the  employee's  new  salary  rate  shall  be  calculated  as 
follows: 

A.  determine  the  employee's  salary  rate  at  his/her  current 
j  ob  group ; 

B.  add  to  this  figure  the  "promotion  factor"  of  the  higher 
job  group  (the  one  to  which  he/she  is  being  promoted) ; 

C.  compare  the  resultant  sum  to  the  rates  for  the  higher 
job  group  into  which  the  employee  is  being  promoted; 

D.  the  employee's  salary  rate  shall  be  the  first  rate  in 
the  higher  job  group  which  at  least  equals  the  resultant  sum.  .... 
Section  5 

A.    Salary  rates  of  full  time  employees  are  set  forth  in 
Appendices  A  (1)  to  A  (6)  of  this  Agreement  which  are  attached 
hereto  and  are  hereby  made  a  part  of  this  Agreement. 
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B.  The  salary  rates  set  forth  in  said  appendices  shall 
remain  in  effect  during  the  term  of  this  Agreement.   Salary 
rates  shall  not  be  increased  or  decreased  except  in  accordance 
with  the  provisions  of  this  Agreement. 

C.  Employees  shall  be  compensated  on  the  basis  of  the 
salary  rate  for  their  official  job  classification. 
Section  6 

A  regular  part-time  employee  shall  be  entitled  to  the 
provisions  of  this  Article  in  the  proportion  that  his/her 
service  bears  to  full-time  service. 
Section  7 

A. "  An  employee  entering  a  position  within  a  bargaining 
unit  covered  by  this  Agreement  from  a  position  in  an  equivalent 
salary  grade  in  a  bargaining  unit  not  covered  by  this  Agreement 
shall  be  placed  at  the  first  step-in-grade  up  to  the  maximum  of 
the  grade,  which  at  least  equals  the  rate  of  compensation 
received  immediately  prior  to  his/her  entry  into  the  bargaining 
unit. 

B.    An  employee  entering  a  position  within  a  bargaining 
unit  covered  by  this  Agreement  from  a  position  in  a  salary  grade 
which  is  the  equivelant  of  a  lower  grade  in  a  bargaining  unit 
not  covered  by  this  Agreement,  shall  be  placed  at  a 
step-in-grade  in  accordance  with  the  provisions  of  Section  4  of 
this  Article. 
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C.    An  employee  entering  a  position  within  a  bargaining 
unit  covered  by  this  Agreement  from  a  position  in  a  salary  grade 
which  is  the  equivelant  of  a  higher  grade  in  a  bargaining  unit 
not  covered  by  this  Agreement  shall  be  placed  at  a  step-in-grade 
within  his/her  new  job  grade  based  upon  the  employee's 
creditable  years  of  service  in  the  equivelant  of  the  new  job 
grade  or  higher  job  grade,  provided  that  in  no  event  shall  the 
employee  be  placed  in  a  step-in-grade  which  results  in  the 
employee  receiving  a  salary  rate  equal  to  or  greater  than  the 
average  salary  received  by  the  employee  for  the  preceding  six 
(6)  months. 
Section  8 

Effective  August  31,  1986,  persons  employed  in  the  job 
titles  of  Institution  School  Teacher;  Head  Institution  School 
Teacher  and  Principal,  Institution  School  shall  no  longer  be 
paid  in  accordance  with  the  other  provisions  of  this  article  and 
the  salary  schedules  contained  in  Appendix  A  of  this  Agreement. 
Said  employees  shall,  as  of  August  31,  1986,  be  paid  in 
accordance  with  the  provisions  of  Supplemental  Agreement  "X" 
annexed  hereto. 


(56) 


ARTICLE  13 
GROUP  HEALTH  INSURANCE  CONTRIBUTIONS 
Section  1. 

The  Commonwealth  shall  pay  ninety  (90)  percent  of  the 
monthly  premium  rate  for  the  Group  Health  Insurance  Plan  and 
each  employee  covered  shall  pay  ten  (10)  percent  of  this  premium 
rate  for  the  type  of  coverage  that  is  provided  for  him/her  and 
his/her  dependents  under  the  Plan. 
Section  2. 

The  Employer  and  the  Union  recognize  that  the  escalating 
cost  of  group  health  insurance  is  a  matter  of  mutual  concern. 

Therefore,  the  parties  agree  to  establish  a  joint 
labor-management  Committee  on  Health  Care  Cost  Containment 
comprised  of  four  representatives  designated  by  the  Employer  and 
four  representatives  designated  by  the  Union.   Said  Committee 
shall  meet  within  thirty  (30)  days  of  the  signing  of  this 
Agreement  and  no  less  than  twice  per  month.   The  Committee  on 
Health  Care  Cost  Containment  shall  consider  such  issues  as  it 
deems  appropriate  for  the  purpose  of  reducing  the  rate  of 
increase  of  the  cost  of  group  health  insurance.   The  Committee 
shall  also  explore  the  feasibility  and  advisability  of 
alternative  approaches  to  the  provision  and  administration  of 
group  health  insurance. 

A  report  of  the  Committee's  findings,  together  with  any 
proposed  legislation,  shall  be  filed  with  the  Secretary  of 
Administration  and  Finance  with  a  copy  to  the  Executive  Director 
of  the  Group  Insurance  Commission  no  later  than  one  year  from 
the  signing  of  this  Agreement. 
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Section  3 

The  parties  agree  to  explore  the  feasibility  of  implementing 
pre-tax  treatment  of  employee  Group  Health  Insurance 
contributions.   They  will  attempt  to  develop  a  pre-tax  program 
which  will  allow  for  voluntary  participation  by  employees. 

ARTICLE  13 A 
HEALTH  AND  WELFARE 
Section  1     Creation  of  Trust  Agreement 

The  parties  have  agreed  to  establish  a  Health  and  Welfare 
Fund  under  an  Agreement  and  Declaration  of  Trust  drafted  by  the 
Employer  and  executed  by  the  Union  and  the  Employer.   Such 
Agreement  and  Declaration  of  Trust  (hereinafter  referred  to  as 
the  "trust  agreement")  provides  for  a  Board  of  Trustees  composed 
of  an  equal  number  of  representatives  of  the  Employer  and  the 
Union.   The  Board  of  Trustees  of  the  Health  and  Welfare  Fund 
shall  determine  in  their  discretion  and  within  the  terms  of  this 
Agreement  and  the  Agreement  and  Declaration  of  Trust  such  health 
and  welfare  benefits  to  be  extended  by  the  Health  and  Welfare 
Fund  to  employees  and/or  their  dependents. 
Section  2      Funding 

For  the  period  April  1,  1990  through  June  27,  1992  the 
Employer  agrees  to  contribute  on  behalf  of  each  full-time 
employee  equivalent  a  total  of  six  (6)  dollars  per  calendar 
week. 
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Effective  June  28,  1992,  the  employer  agrees  to  contribute 
on  behalf  of  each  full-time  employee  equivalent  the  additional 
sum  of  one  dollar  and  fifty  cents  per  calendar  week,  for  a  total 
of  seven  dollars  and  fifty  cents  ($7.50)  per  calendar  week. 

The  contributions  made  by  the  employer  to  the  Health  and 
Welfare  Fund  shall  not  be  used  for  any  purpose  other  than  to 
provide  health  and  welfare  benefits  and  to  pay  the  operating  and 
administrative  expenses  of  the  fund.   The  contributions  shall  be 
made  by  the  Employer  in  an  aggregate  sum  within  forty-five  (45) 
days  following  the  end  of  the  calendar  month  during  which 
contributions  were  collected. 
Section  3     Non-qrievable 

No  dispute  over  a  claim  for  any  benefits  extended  by  this 
Health  and  Welfare  Fund  shall  be  subject  to  the  grievance 
procedure  established  in  any  collective  bargaining  Agreement 
between  the  Employer  and  the  Union. 
Section  4     Employees  Liability 

It  is  expressly  agreed  and  understood  that  the  Employer  does 
not  accept,  nor  is  the  Employer  to  be  charged  hereby  with,  any 
responsibility  in  any  manner  connected  with  the  determination  of 
liability  to  any  employee  claiming  under  any  of  the  benefits 
extended  by  the  Health  and  Welfare  Fund.   The  Employer's 
liability  shall  be  limited  to  the  contributions  indicated  under 
Section  2  above. 
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ARTICLE  13 B 
TUITION  REMISSION 
Full-time  employees  shall  be  eligible  for  tuition  remission 
as  follows: 

A.  For  enrollment  in  any  state-supported  course  or  program 
at  the  undergraduate  or  graduate  level  at  any  Community  College, 
State  College  or  State  University  excluding  the  M.D.  Program  at 
the  University  of  Massachusetts  Medical  School,  full  tuition 
remission  shall  apply; 

B.  For  enrollment  in  any  non-state  supported  course  or 
program  offered  through  continuing  education  at  any  Community 
College,  State  College  or  State  University,  excluding  the  M.D. 
Program  at  the  University  of  Massachusetts  Medical  School,  fifty 
percent  (50%)  tuition  remission  shall  apply; 

C.  Remission  benefit  is  subject  to  space  available  and 
usual  and  ordinary  admission  policies.  It  is  also  subject  to  the 
approval  of  the  Board  of  Regents  of  Higher  Education  and  the 
policies  and  procedures  of  same. 

D.  A  committee  shall  be  established  to  evaluate  the 
experience  of  this  program  and  to  consider  possible  extension  of 
the  program  and  to  make  recommendations  concerning  both. 


(60) 


ARTICLE  13 C 
DEPENDENT  CARE 
Section  1 

The  Employer  and  the  Union  acknowledge  that  dependent  care 
issues  are  of  major  concern  to  both  parties.   In  order  to 
address  these  issues,  there  shall  be  a  joint  Labor/Management 
Committee  comprised  of  four  (4)  members  designated  by  the 
Employer  and  four  (4)  members  designated  by  the  Union.   The 
Committee  shall  meet  on  a  monthly  basis  and  shall  consider 
issues  relating  to  dependent  care. 
Section  2 

The  Employer  shall  continue  the  voluntary  Dependent  Care 
Assistance  Plan  (DCAP)  which  complies  with  the  requirement  for 
federal  tax  deductability . 

ARTICLE  14 
SENIORITY.  TRANSFERS,  PROMOTIONS,  REASSIGNMENTS , 
FILLING  OF  VACANCIES, AND  NEW  POSITIONS 
Section  1 

A  promotion  shall  mean  an  advancement  to  a  higher  salary 
grade  within  the  jurisdiction  of  the  employee's  Appointing 
Authority  or  an  appointment  to  another  title  which  is  not  to  a 
higher  salary  grade,  but  where  substantially  dissimilar 
requirements  prevent  a  transfer  under  Section  4. 
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This  Article  is  applicable  to  all  promotions  except  those 
reasonably  anticipated  to  be  for  less  than  one  year  and  its 
application  in  all  cases  is  retricted  to  employees  who  possess 
the  educational  training,  and/or  experience  requirements 
established  by  the  Personnel  Administrator  for  appointment  to 
the  relevant  position.   This  Article  shall  apply  when  promoting 
full-time  employees  to  positions  other  than  positions  to  be 
filled  by  appointment  from  a  Civil  Service  eligible  list. 

In  the  event  that  a  Civil  Service  examination  for  a  postion 
has  been  administered  but  scores  have  not  been  announced,  the 
Appointing  Authority  shall  initially  restrict  eligibility  for 
application  for  promotion  to  such  position  to  those  employees 
who  have  taken  the  examination.   In  the  event  that  Civil  Service 
has  published  an  eligible  list  of  those  who  passed  a  Civil 
Service  examination  for  a  position  but  has  not  certified  said 
list,  the  Appointing  Authority  shall  initially  restrict 
eligibility  for  application  for  promotion  to  such  position  to 
those  who  passed  said  examination. 

All  vacancies,  excluding  those  reasonably  anticipated  to  be 
for  less  than  one  year,  shall  be  posted  but  will  not  limit  the 
Employer  from  hiring  from  outside  the  department/agency.  The 
Department/Agency  may  receive  applications  from  persons  outside 
the  Department/Agency  and  consider  such  applications  in 
conjunction  with  applications  from  employees  within  the 
Department/Agency  for  any  vacancy  posted  under  the  provisions  of 
this  Article.   In  the  event  a  person  is  hired  from  outside  the 
Department/  Agency,  such  action  shall  be  subject  to  the 
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grievance  procedure  through  Step  III  as  provided  by  Article  23A 
of  the  Agreement  if  the  Union  alleges  such  employee  does  not 
meet  the  minimum  requirements  for  the  vacancy  as  determined  by 
the  Personnel  Administrator.   Both  parties  agree  to  submit  the 
issue  of  hiring  from  the  outside  to  a  study  committee.   Such 
committee  will,  during  the  life  of  this  Agreement,  address  the 
problems  inherent  in  such  hiring  and  will  recommend  possible 
solutions. 
Section  2 

A.  For  positions  in  Job  Grades  2  through  10  in  bargaining 
Units  2,  8,  10  the  Appointing  Authority  will  select  the  employee 
who  is  qualified  to  perform  the  work  with  the  longest  length  of 
service  in  the  work  unit  containing  the  vacancy.  The  Appointing 
Authority  will  make  the  selection  from  the  appropriate 
applicants  as  set  forth  in  Paragraph  D  on  the  basis  of  ability 
to  do  the  job  and  seniority  within  the  appropriate  work  unit 
(s). 

B.  The  following  procedure  shall  apply  to  promotions  made 
pursuant  to  this  Article  for  positions  in  job  grades  11  and 
above  for  bargaining  Unit  2  which  have  not  been  excluded  from 
this  procedure  under  the  provisions  of  Paragraph  F  of  this 
section. 

The  following  factors  will  be  used  by  the  Appointing 
Authority  in  determining  his/her  selection  for  a  given  vacancy: 
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1.  Ability  to  do  the  job. 

a.  Licenses  or  Registration  -  in  positions  where 
licenses  or  registration  is  required  in  the  job 
specification  or  by  a  state  approving  agency,  applicant 
must  possess  adequate  license  or  certificate  of 
adequate  registration  on  the  date  application  is  made. 

2 .  Work  history 

3 .  Experience  in  related  work 

4.  Education  and  training  directly  related  to  the 
duties  of  the  vacant  position. 

In  the  event  that  two  or  more  applicants  are 
considered  approximately  equal  in  accordance  with  the 
foregoing  factors,  then  length  of  service  within  the 
appropriate  work  unit(s)  shall  be  the  deciding  factor. 
C.    The  following  procedures  shall  apply  to  promotions  made 
pursuant  to  this  Article  within  bargaining  Units  8  and  10  to 
positions  in  Job  Grade  11  and  above  which  have  not  been  excluded 
from  this  procedure  under  the  provisions  of  paragraph  F  of  this 
section. 

The  following  factors  in  priority  shall  be  used  by  the 
Appointing  Authority  or  his/her  designee  in  selecting  the 
employee  for  a  promotion: 

1.  Ability  to  do  the  job. 

2 .  Education  and  training  related  to  the  vacant 
position. 

3 .  Seniority  as  measured  by  length  of  service  within 
the  Appointing  Authority. 
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4.  Experience  in  related  work. 

5.  Work  History. 

D.  For  promotions  made  pursuant  to  this  Article,  the 
Appointing  Authority  shall  consider  applicants  and  post 
promotional  opportunities  in  the  following  sequence: 

1.  Within  the  work  unit. 

2.  Within  all  other  work  units  under  the  juristiction 
of  the  appointing  authority. 

The  work  unit  and/or  work  units  shall  be  designated  by 
the  appointing  authority.  Once  designated  the  work  unit  and/or 
work  units  shall  be  not  be  arbitrarily  changed. 

E.  Unsuccessful  applicants  for  posted  vacancies  shall 
receive  a  Notice  of  Non-selection  form  (Appendix  D)  stating  the 
reason (s)  for  non-selection  in  accordance  with  the  critertia 
contained  in  Sections  2A,  2B  and  2C  of  this  Article.   Such 
notice  shall  be  given  at  the  time  the  vacancy  is  filled. 

F.  The  titles  specified  in  Appendix  C  of  this  Agreement 
are  excluded  from  the  promotion  procedure  set  forth  in  this 
Article.  The  Employer  shall  provide  to  the  Union  as  soon  as 
compiled  a  list  of  the  titles  in  those  departments/agencies  not 
listed  in  Appendix  C  to  be  excluded  from  the  provisions  of  this 
Article. 

The  Union  may  negotiate  with  the  employer  over  the  job 
titles  added  to  Appendix  C  which  it  believes  should  be  subject 
to  the  provisions  of  this  Article.  If  the  parties  are  unable  to 
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agree  as  to  whether  a  title (s)  should  be  covered  by  this 
Article,  the  Union  may  submit  its  request  for  inclusion  of 
specified  title (s)  directly  to  arbitration  in  accordance  with 
Step  IV  of  the  grievance  procedure.   All  titles  in  the 
Employer's  list  shall  be  excluded  from  the  promotion  procedure 
under  this  Article  until  such  time  as  an  arbitrator  determines 
that  such  title (s)  should  be  covered  by  the  provisions  of  this 
Article.  Any  titles  which  are  not  on  a  list  of  excluded  titles 
shall  be  covered  by  the  provisions  of  this  Article. 

In  the  event  that  new  titles  are  created  by  the  Personnel 
Administrator  which  the  employer  considers  necessary  to  be 
excluded  from  the  provisions  of  this  Article,  it  shall  so  notify 
the  Union.  The  Union  may  negotiate  with  the  Employer  over 
whether  such  new  titles  shall  be  subject  to  the  provisions  of 
this  Article.  If  the  parties  are  unable  to  agree  as  to  whether  a 
new  title (s)  should  be  covered  by  this  Article  the  Union  may 
submit  its  request  for  inclusion  of  specified  title (s)  to 
arbitration  in  accordance  with  the  grievance  prodecure  provided 
for  in  this  Agreement.   All  new  titles  on  the  Employer's  list 
shall  be  excluded  from  the  promotion  procedure  under  this 
Article  until  such  time  as  an  arbitrator  determines  that  such 
titles  should  be  covered  by  the  provisions  of  this  Article.  Any 
titles  which  are  not  on  a  list  of  excluded  titles  shall  be 
covered  by  the  provisions  of  this  Article. 

In  deciding  whether  or  not  additional  title (s)  should  be 
added  to  the  list  of  titles  in  Appendix  C,  the  arbitrator  shall 
base  his  decision  on  whether  or  not  the  nature  and  character  of 
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the  new  titles  already  listed  in  Appendix  C  and  on  other 
appropriate  factors. 
Section  3 

A.  Positions  to  be  filled  under  the  provisions  of  this 
Article  shall  be  posted  throughout  the  appropriate  work  unit(s) 
for  ten  (10)  calendar  days.    The  Appointing  Authority  may 
reasonably  determine  the  positions  in  which  employees  must  be 
employed  and/or  requisite  experience  the  employees  must  possess 
in  order  to  be  eligible  to  apply  for  a  given  promotion.  The  job 
posting  shall  include  the  job  title,  the  current  specific  duties 
and  qualifications  in  accordance  with  official  job 
specifications,  license  and  registration,  salary  grade,  area  of 
position,  schedule  of  shift  hours  and  days  off. 

B.  An  employee  promoted  in  accordance  with  this  Article 
whose  performance  is  unsatisfactory  may  be  returned  to  his/her 
previous  job  title  under  the  jurisdiction  of  the  Appointing 
Authority.   If  an  employee's  performance  is  determined  to  be 
unsatisfactory  at  any  time  during  the  following  probationary 
periods  such  determination  shall  not  be  subject  to  the  grievance 
procedure: 

Job  Grades  2  through  10  -  three  months 

Job  Grades  11  and  above  -  six  months 

Any  employee  in  a  Professional  Unit  -  nine  months 
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C.  If  the  employee  so  requests  within  two  (2)  weeks  prior 
to  the  mid-point  of  the  above  designated  probationary  periods, 
his/her  supervisor  shall  meet  with  the  employee  and  a  union 
representative  to  discuss  the  employee's  performance  in  the 
position. 

D.  At  any  time  prior  to  the  mid-point  of  the  above 
designated  probationary  periods,  an  employee  may  request  to 
return  to  his/her  former  job  title  under  the  jurisdiction  of  the 
Appointing  Authority  and  such  request  will  be  granted. 

E.  In  the  event  an  employee  is  returned  to  his/her  former 
job  title,  the  employee  displaced  by  such  return  shall  be 
returned  to  his/her  former  job  title.   Where  more  than  one 
position  in  the  back  filled  job  title  was  filled  pursuant  to 
this  Article,  the  employee  last  selected  shall  be  the  one 
displaced. 

F.  If  an  employee  is  returned  to  his/her  former  job  title 
pursuant  to  the  provision  of  paragraph  B,  said  employee  will  not 
be  eligible  for  promotion  pursuant  to  this  Article  for  a  period 
of  nine  months. 

G.  Notwithstanding  the  above  paragraphs,  employees  may 
return  to  their  former  job  titles  under  these  provisions 
provided  there  is  a  position  available  under  the  jurisdiction  of 
the  Appointing  Authority.   In  the  event  a  position  is  not 
available  under  the  jurisdiction  of  the  Appointing  Authority 
said  employee  shall  be  covered  by  the  layoff  and  recall  Articles 
of  the  Agreement. 
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H.    All  promotions  made  pursuant  to  this  Article  shall  be 
temporary  or  provisional  appointments  at  least  until  the 
completion  of  the  probationary  period.   All  vacancies  resulting 
from  an  employee's  promotion  pursuant  to  this  Article  shall  be 
filled  temporarily  or  provisionally  at  least  until  the  promoted 
employee  has  completed  his/her  probationary  period. 

I.    Notwithstanding  the  above  paragraphs,  employees  may, 
upon  request,  be  granted  a  demotion  under  the  provisions  of  this 
Article  provided  there  is  a  position  available  under  the 
jurisdiction  of  the  Appointing  Authority. 

J.    No  provision  of  the  salary  plan  shall  be  used  to 
discourage  internal  promotions. 

Section  4     Transfers  and  Reassignments  (Units  2.8  and  10) 
A.    Transfers 

1.    For  the  purpose  of  this  section  a  transfer  shall 
be  defined  as  (a)  a  change  from  one  work  unit  or  work 
facility  to  another  work  unit  or  work  facility  in  the 
same  department/agency  without  any  change  in 
classification  or  (b)  a  substantial  change  in  duties 
without  a  change  of  work  unit  or  facility  as  long  as 
the  requirements  for  appointment  are  not  substantially 
different. 

2a.  An  employee  seeking  a  transfer  to  a  different  work 
unit  shall  submit  a  written  transfer  request  to  his/her 
Appointing  Authority  or  designee  prior  to  posting. 
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b.    An  employee  seeking  a  transfer  to  a  different  work 
facility  under  the  jurisdiction  of  another  Appointing 
Authority  shall  submit  a  written  transfer  request  to 
that  Appointing  Authority  or  designee. 
3a.   Selection  between  employees  seeking  a  transfer 
other  than  a  substantial  change  in  duties  shall  be  made 
on  the  basis  of  seniority  from  among  those  employees 
considered  by  the  Appointing  Authority  to  be  able  to 
adequately  perform  the  duties  of  the  position. 
b.    An  employee  seeking  a  transfer  involving  a 
substantial  change  in  duties  shall  submit  a  written 
transfer  request  to  his/her  Appointing  Authority  or 
designee  and  selection  shall  be  made  on  the  basis  of 
seniority  from  among  those  employees  considered  by  the 
Appointing  Authority  to  be  qualified  to  perform  the 
duties  of  the  position. 

4.    Requests  for  transfers  shall  be  kept  on  file  and 
shall  be  considered  and,  where  appropriate,  implemented 
by  the  Appointing  Authority  or  designee  prior  to  the 
filling  of  any  vacancy. 
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5.    An  employee  who  moves  from  one  Appointing 
Authority  within  a  department/agency  to  another 
facility  under  a.  different  Appointing  Authority  without 
a  change  in  classification  or  job  title  and  without  an 
interruption  of  continuous  service  shall  retain  all 
seniority  for  the  purpose  of  this  Agreement  and  shall 
not  otherwise  be  subject  to  a  probationary  period. 

B.  Reassignment 

1.  For  the  purpose  of  this  section  a  reassignment 
shall  be  defined  as  a  change  involving  different  days 
off,  shift  or  work  location,  but  without  a  substantial 
change  in  duties  and  without  any  change  in  work  unit  or 
classification. 

2.  An  employee  seeking  a  reassignment  shall  submit  a 
written  request  to  his/her  Appointing  Authority  or 
designee. 

3.  Selection  between  employees  seeking  a  reassignment 
shall  be  made  on  the  basis  of  seniority. 

C.  Procedures 

1.    Written  request  for  transfer/reassignment  shall 
remain  active  and  on  file  for  a  period  of  twelve  (12) 
consecutive  months  from  the  date  of  submission  by  the 
employee  seeking 
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the  transfer/reassignment.   Transfer/reassignment 
requests  not  approved  within  this  period  must  be 
resubmitted  by  the  employee  in  order  to  remain  active 
for  consideration. 

2.    Nothing  in  this  section  shall  be  interpreted  to 
preclude  an  employee  from  requesting  and/or  an 
Appointing  Authority  from  granting  any 
transfer/ reassignment  not  referred  to  in  this  section. 
D.    Transfers  and  Reassiqnments  by  the  Employer 

In  the  event  it  becomes  necessary  for  the  Employer  to 
involuntarily  transfer  or  reassign  an  employee,  the  Employer 
will  provide  the  employee  at  least  ten  (10)  working  days  prior 
written  notice,  except  in  cases  of  emergencies  involving  the 
protection  of  the  property  of  the  Commonwealth  or  involving  the 
health  and  safety  of  those  persons  whose  care  and/or  custody 
have  been  entrusted  to  the  Commonwealth.  In  emergency  situations 
management  shall,  at  the  Union's  request,  provide  the  reason (s) 
for  the  transfer/ reassignment.   However,  a  declaration  of  said 
emergency  shall  not  be  used  for  the  purpose  of  avoiding  the 
payment  of  overtime.   The  Employer  shall  use  the  joint  criteria 
of  ability  to  do  the  job  and  inverse  seniority  in  determining 
which  of  the  potentially  affected  employees  shall  be 
transferred/ reassigned . 
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E.    Implementation 

1.  For  the  purpose  of  this  section,  seniority  shall 
be  defined  as  length  of  service  in  the 
Department/ Agency.   If  seniority  in  the 
Department/Agency  is  equal,  then  length  of  state 
service  will  be  used  to  determine  the  more  senior 
employee. 

2.  The  Employer  and  the  Union  at  the  agency  level 
shall  develop  simplified  forms  and  procedures  to 
implement  the  transfer  and  reassignment  language 
contained  in  this  section  and  shall  review  its 
functioning  periodically. 

Section  5 

All  employees  covered  by  this  agreement  whose  employment  in 
a  particular  area,  facility  or  department/agency  is  being  phased 
out  and  who  are  being  transferred  or  reassigned  to  a  another 
facility,  area  or  department/ agency  covered  by  the  provisions  of 
this  Agreement  or  any  ammendments  thereto,  shall  bring  to  that 
area,  facility,  or  department/agency  all  seniority  rights  they 
hold  at  the  time  of  said  transfer  or  reassignment. 
Section  6 

The  employer  shall  appoint  to  a  permanent  non-Civil  Service 
vacancy  the  Temporary  employee  with  the  most  seniority  in  the 
job  title  within  the  work  unit. 
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ARTICLE  15 
CONTRACTING  OUT 
Section  1. 

There  shall  be  a  Special  Labor  Management  Committee  to 
advise  the  Secretary  of  A  &  F  on  contracting  out  of  personnel 
services.   The  Committee  shall  consist  of  four  persons 
designated  by  the  Chairman  of  the  Alliance  and  four  persons 
designated  by  the  Director  of  OER.   Said  Committee  shall  develop 
and  recommend  to  the  Secretary  of  A  &  F  procedures  and  criteria 
governing  the  purchase  of  contracted  services  by  the 
Commonwealth  where  such  services  are  of  a  type  traditionally 
performed  by  bargaining  unit  employees. 
Section  2. 

In  the  event  that  the  Principal (s)  of  the  Alliance  who 
represent (s)   the  affected  employees,  desire (s)  to  discuss  the 
purchase  of  services  which  are  of  the  type  currently  being 
provided  by  employees  within  a  department/agency  covered  by  this 
Agreement,  that  Principal (s)  shall  request  in  writing  a  meeting 
of  the  Special  Labor  Management  Committee  established  in  Section 
1.   The  Committee  shall  examine  both  the  cost  effectiveness  of 
such  contracts  and  their  impact  on  the  career  development  of 
Alliance  members.   In  the  event  that  the  parties  fail  to  reach 
an  agreement  in  the  Committee,  the  parties  agree  to  submit  the 
matter  to  an  expedited  fact-finding  process. 
Section  3 . 

When  a  department/agency  contracts  out  work  which  will 
result  in  the  layoff  of  an  employee  who  performs  the  function 
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that  is  contracted  out,  the  Union  shall  be  notified  and  the 
Employer  and  the  Union  shall  discuss  the  availability  of  similar 
positions  within  the  department/agency,  for  which  the  laid-off 
employee  is  determined  to  be  qualified  and  the  availability  of 
any  training  programs  which  may  be  applicable  to  the  employee. 
In  reviewing  these  placement  possibilities,  every  effort  will  be 
made  to  see  matches  of  worker  skills  and  qualifications  with 
available,  comparable  positions. 
Section  4. 

In  the  case  of  03  contracts  with  individuals,  the  Committee 
shall  review  them  to  determine  whether  the  work  to  be  performed 
is  long  term  in  nature,  and  whether  it  should  more  appropriately 
be  perfomed  by  regular  employees  provided  nothing  in  this 
Article  shall  limit  the  authority  of  the  Secretary  of  A  &  F  to 
promulgate  rules  and  regulations  covering  contracting  out  of 
services  pursuant  to  Chapter  29,  Section  29A. 

ARTICLE  16 


OUT  OF  TITLE  WORK 
Section  1     Work  in  a  Lower  Classification 

While  an  employee  is  performing  the  duties  of  a  position 
classified  in  a  grade  lower  than  that  in  which  the  employee 
performs  his/her  regular  duties,  he/she  will  be  compensated  at 
his/her  regular  rate  of  pay  as  if  performing  his/her  regular 
duties. 
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Section  2     Work  in  a  Higher  Classification 

Any  employee  who  is  assigned  by  his/her  Appointing  Authority 
to  a  vacant  position  in  a  higher  grade  for  a  period  of  more  than 
thirty  (30)  days  shall  receive  the  salary  rate  for  the  higher 
position  from  the  first  day  of  appointment,  provided  such 
appointment  is  made  pursuant  to  Civil  Service  law  when 
applicable. 
Section  3     Overtime  Compensation 

A.  An  employee  who  performs  overtime  work  in  a  higher 
classification  shall  have  overtime  compensation  computed  at  the 
first  step-rate  of  the  higher  classification,  unless  the 
employee's  regular  rate  of  compensation  is  higher,  in  which  case 
the  overtime  compensation  shall  be  computed  at  the  employee's 
regular  rate  of  compensation. 

B.  An  employee  who  performs  overtime  work  in  a  lower 
classification  shall  have  overtime  compensation  computed  at  the 
employee's  regular  rate  of  compensation  unless  it  is  higher  than 
the  maximum  of  the  grade  in  which  overtime  is  rendered,  in  which 
case  he/she  shall  be  paid  at  the  maximum  rate  for  the  grade  in 
which  service  is  rendered. 


ARTICLE  17 
CLASSIFICATION  AND  RE-CLASSIFICATION 
Section  1     Class  Specifications 

In  consultation  with  the  Office  of  Employee  Relations  and 
the  Union,  the  Department  of  Personnel  Administration  shall 
determine: 
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A.  job  titles 

B.  relationship  of  one  Classification  to  the  others;  and 

C.  job  specifications 

The  Employer  shall  provide  the  Union  with  a  copy  of  the 
class  specification  of  each  title  covered  by  the  Agreement  for 
which  such  a  specification  exists. 
Section  2     Employee  Access 

Each  employee  in  the  bargaining  unit  shall  be  permitted  by 
the  employer  to  have  access  to  examine  his/her  class 
specification. 
Section  3     Individual  Appeal  of  Classification 

Individual  employees  shall  continue  to  have  the  same  right 
to  appeal  the  propriety  of  the  classification  of  his/her 
position  through  the  Personnel  Administrator  or  the  Civil 
Service  System  which  the  individual  employee  enjoyed  on  June  30, 
197  6,  and  such  appeal  may  not  be  the  subject  of  a  grievance  or 
arbitration  under  Article  23A  herein. 
Section  4 

There  shall  be  a  Labor/Management  committee  established  to 
investigate  instances  of  misclassif ication. 

The  committee  shall  consist  of  one  person  from  the  Office  of 
Employee  Relations,  one  person  from  the  Department  of  Personnel 
Administration  and  up  to  two  persons  from  the  Union. 

■ 

Section  5 

Where  the  Union  believes  that  a  job  specification  or  the 
name  of  a  job  title  is  either  inaccurate  or  inappropriate,  it 
may  present  information  regarding  such  inaccuracies  or 
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inappropriateness  to  the  Office  of  Employee  Relations  and  the 
Department  of  Personnel  Administration  for  review  and 
adjustments  as  needed  to  the  job  specification  and/or  job  title. 
Section  6 

Revised  guide  charts  shall  be  applied: 

a)  in  the  creation  of  new  job  titles, 

b)  As  existing  job  specifications  are  reevaluated  in 
the ,  future 

c)  instances  where  a  substantial  change  in  job  duties 
has  occurred. 


ARTICLE  17 A 
CLASS  REALLOCATIONS 
Section  1 

Class  reallocations  may  be  requested  by  the  Chairman  and 
Secretary  of  the  Alliance  whenever  they  believe  a  reallocation 
is  justified  by  the  existence  of  an  inequitable  relationship 
between  the  positions  covered  by  the  reallocation  request  and 
other  positions  covered  by  this  agreement.   If  the  Employer 
agrees  that  such  an  inequity  exists,  the  Employer  and  the  Union 
agree  to  jointly  petition  the  General  Court  for  such  class 
reallocation.   If,  however,  the  parties  are  unable  to  reach 
agreement  the  matter  shall  not  be  subject  to  the  grievance 
procedure. 
Section  2 

The  Employer  and  the  Union  agree  that  the  procedure  provided 
in  Section  1  shall  be  the  sole  procedure  for  class  reallocation 
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for  all  classes  covered  by  this  Agreement.   No  other  class 
reallocations  shall  be  granted  under  any  other  provisions  of 
this  Agreement. 
Section  3 

The  parties  acknowledge  that  the  classification  plan 
covering  titles  in  Units  2,  8  and  10  addresses  the  issue  of  pay 
equity/comparable  worth.   The  class  reallocation  process 
contained  in  this  Article  shall  be  the  procedure  for  addressing 
any  additional  pay  equity/comparable  worth  concerns  about  titles 
within  bargaining  units  covered  by  this  Agreement. 

ARTICLE  18 
RECALL  PROCEDURE 
Section  I. 

A.  In  the  event  that  the  department/agency  shall  lay-off  a 
non-civil  service  employee  because  of  a  reduction  in  force,  the 
least  senior  employee  in  the  title  in  the  department/agency, 
with  seniority  defined  as  service  in  the  dapartment/agency, 
shall  be  laid  off.  The  Employer  and  the  Union  agree  to  develop 
acceptable  bumping  procedures. 

B.  The  department/agency  shall  maintain  a  recall  roster 
from  which  laid-off  employees  will  be  recalled,  to  positions  to 
be  filled,  in  accordance  with  their  seniority  and  in  accordance 
with  their  qualifications  to  perform  the  work. 
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C.    A  laid-off  employee  will  remain  on  the  recall  roster 
for  two  years  except  an  employee  who  is  offered  recall  to  a 
position  in  the  same  job  grade  as  the  position  from  which  he/she 
was  laid-off  and  who  refuses  such  offer  shall  be  removed  from 
the  recall  list  and  his/her  recall  rights  shall  terminate  at 
that  time. 

(See  Supplemental  Agreement  K  and  V) 

ARTICLE  19 
TRAINING  AND  CAREER  LADDERS 
Section  l.     General 

The  Employer  and  the  Union  recognize  the  importance  of 
training  programs,  the  development  of  career  ladders  and  of 
equitable  employment  opportunity  structures  and  seek  here  to 
establish  a  process  for  generating  such  program  recommendations 
and  their  implementation. 
Section  2.     Committee 

A.  Toward  these  ends,  the  Employer  and  the  Union  agree  to 
establish  a  Statewide  Training  and  Career  Ladders  Committee 
consisting  of  five  (5)  persons  appointed  by  the  Union  and  five 
(5)  persons  appointed  by  the  Employer.   Such  committee  shall 
function  continuously  throughout  the  life  of  this  Agreement. 

B.  The  Training  and  Career  Ladders  Committee  shall  meet  at 
regular  intervals  but  in  no  event  less  than  once  per  month  at 
times  and  places  to  be  agreed  upon  by  the  Union  and  the 
Employer.  The  Committee  shall  be  charged  with  the  formulation  of 
training  and  educational  program  proposals  focusing  on  the 
development  or  improvement  and  evaluation  of  programs: 
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1.  to  facilitate  individual  career  development  and 
equitable  employment  opportunity  structures; 

2.  which  may  be  specifically  related  to  or 
coordinated  for  each  unit  covered  by  this  Contract;  and 

3.  which  may  involve  the  possible  use  of  external 
educational  resources  as  well  as  in-service  personnel 
in  meeting  relevant  employee  and  agency  training  needs. 

Programs  formulated  under  this  Article  shall  be  implemented 
during  the  second  and  third  years  of  this  Agreement. 

The  Training  and  Career  Ladders  Committee  shall  in  addition 
consider  the  recommendation  of  appropriate  mechanisms  for 
eliciting  and  encouraging  employee-initiated  ideas  for  relevant 
training  programs. 

C.    The  Statewide  Training  and  Career  Ladders  Committee 
shall  be  responsible  for  developing  and  coordinating  training 
programs  in  department/agencies  of  the  Commonwealth. 

The  Committee  shall  identify  logical  career  ladders  and 
determine: 

a)  the  substance,  kind  and  priority  of  training 
and/or  retraining  programs; 

b)  the  location  (i.e.  on-site,  regional,  statewide) 
of  such  programs;  and 

c)  the  criteria  for  selection  of  applicants, 
including  the  weight  to  be  given  to  seniority. 
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D.    The  Statewide  Training  and  Career  Ladders  Committee 
shall  seek  to  utilize  the  knowledge,  experience,  and  resources 
of  independent  experts  in  the  development  of  training/retraining 
programs  pursuant  to  this  Article. 
Section  3.     Union  Access  To  Training 

All  training  bulletins  pertinent  to  this  Article  shall  be 
sent  to  the  Statewide  Training  and  Career  Ladders  Committee  and 
shall  be  posted  by  the  Employer  in  appropriate  work  locations. 
Section  4 .     Training  Programs  for  Non-Civil  Service  and  Civil 

Service  Status  Employees 

Training  programs  which  may  be  recommended  and  initiated  for 
job  titles,  classes,  functions  and  so  on  which  include  personnel 
in  both  Civil-Service  and  non-Civil  Service  status  shall  be 
available  to  all  such  qualified  personnel  regardless  of 
Civil-Service  or  non-Civil  Service  status. 
Section  5.     Currently  Available  Educational  Opportunities 

Nothing  in  this  Article  shall  be  interpreted  to  suggest  that 
the  Training  and  Career  Ladders  Committee  may  not  recommend  the 
continuation  or  improvement  of  training  and  educational 
opportunities  currently  available  to  employees  of  the 
Commonwealth . 
Section  6.     Departmental  Training  and  Career  Ladders  Committee 

A.    Within  each  department/ agency  there  shall  be 
established  a  Union/Management  Training  and  Career  Ladders 
Committee  with  the  responsibility  of  reviewing  existing  training 
programs  and  career  ladders  in  that  department/agency  and 
developing  new  training  programs  and  career  ladder 
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recommendations  for  submission  to  the  Statewide  Training  and 
Career  Ladders  Committee. 

B.    The  Department  Training  and  Career  Ladder  Committee  may 
recommend  to  DPA,  through  the  Office  of  Employee  Relations, 
changes  in  job  classification/ qualification  in  order  to  broaden 
career  ladders.   Such  recommendation  or  changes  shall  not  be 
subject  to  the  grievance  procedure. 
Section  7.     Voluntary  Attendance 

Attendance  at  all  courses/programs  offered  by  the  training 
and  career  ladder  program  shall  be  voluntary  and  in  accordance 
with  the  training  and  career  ladder  policies. 
Section  8     Job  Enrichment 

The  department/agency  shall  utilize  existing  resources  to 
assist  employees  who  request  career  development  guidance.   The 
department/agency  shall  notify  the  union  of  the  individual (s) 
who  will  assume  this  career  guidance  responsibility. 
Section  9     Job  Orientation  Training 

Each  agency  shall  make  reasonable  efforts  to  develop  and 
have  an  orientation  policy  on  file.   The  union  shall  be  notified 
of  any  changes  in  this  policy. 
Section  10 

On  July  1,  1990  the  employer  shall  provide  a  fund  of  $25  per 
full  time  employee  equivalent  on  the  payroll  as  of  the  signing 
of  the  Agreement,  and  on  July  1,  1991  shall  add  $25  per  full 
time  employee  equivalent  on  the  payroll  as  of  the  signing  of  the 
agreement  to  maintain  the  statewide  Training  and  Career  Ladders 
Program. 
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ARTICLE  19A 
TECHNOLOGICAL  CHANGE 

Section  1      Introduction 

The  Commonwealth  and  the  Union  recognize  that  automation  and 
technological  change  are  fast  becoming  an  integral  part  of  work 
in  many  of  the  departments/agencies  in  the  state.   Both  parties 
are  aware  of  the  enormous  impact  these  changes  will  have  and  are 
having  on  employees  and  the  way  in  which  they  perform  work.   The 
Employer  and  the  Union  are  committed  to  making  this  transition 
to  automation  in  as  responsive  a  way  as  possible  to  both  the 
human  issues  and  the  provision  of  services  to  the  public. 

The  Employer  will  notify  the  Union  at  least  10  working  days 
in  advance  of  any  proposed  technological  change,  including  the 
introduction  of  VDT's  in  the  work  place. 

Section  2     Joint  Committee  on  Technological  change  and 

Automation 

To  ensure  that  the  introduction  and  implementation  of 
technological  changes  in  the  workplace  occur  in  the  most 
effective  manner,  the  departmental  labor-management  committee 
shall  also  discuss  the  following: 

A.  To  review  the  impact  of  Technological  changes  as  soon 
as  possible  after  the  development  of  the  implementation  plan 

B.  To  identify  and  recommend  for  development  specific 
training  programs  and/or  procedures  regarding  use  and  operation 
of  computer  equipment. 
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C.  To  review  specific  problems  as  they  arise 

D.  To  review  and  discuss  Health  and  Safety  guidelines. 
Section  3     Ercronomic  Guidelines 

The  State  guidelines  on  visual  display  terminals,  CRT's  and 
printers,  originally  issued  in  1984  and  periodically  amended, 
shall  be  used  as  a  referrence  for  this  Agreement,  to  be  applied 
where  practicable. 

The  Union  will  be  notified  in  advance  of  any  proposed 
changes  in  these  guidelines. 
Section  4     Health  and  Safety 

A.  .   Pregnant  employees  who  work  on  VDT  systems  may  request 
temporary  re-assignment  within  their  job  description  or  a 
comparable  position,  and  be  re-assigned  within  two  (2)  weeks  of 
notification,  for  the  duration  of  the  pregnancy.   Such  work 
assignment  shall  be  determined  by  the  Appointing  Authority  or 
her/his  designee.   This  request  must  be  made  in  writing  to  the 
Appointing  Authority  with  verification  from  the  employee's 
physician.   While  in  such  alternative  assignments,  the  employee 
shall  be  paid  at  her  regular  rate  of  pay. 

B.  Employees  who  use  VDT's  shall  not  be  required  to 
perform  continuous  duties  at  the  work  screen  for  periods  in 
excess  of  two  (2)  hours  at  a  time.   For  each  consecutive  two  (2) 
hour  period  worked  at  her/his  station,  the  employee  shall  be 
entitled  to  be  away  from  the  screen  for  a  continuous  period  of 
fifteen  (15)  minutes.   Such  fifteen  (15)  minute  period  may 
consist  of  an  alternative  job  assignment  or  any  break  or  lunch 
period  otherwise  authorized  by  this  Agreement. 
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Section  5      Training 

The  Commonwealth  and  the  Union  recognize  that  the 
introduction  of  technological  changes  may  require  the  need  for 
employees  to  develop  different  skills.   To  ensure  that  employees 
are  adequately  prepared,  the  employer  is  committed  whenever 
necessary  to  provide  training  programs  in  the  use  of  equipment. 
Section  6     Grievances 

Grievances  involving  the  interpretation  or  application  of 
the  provisions  of  this  Article  may  be  processed  through  Step  III 
of  the  grievance  procedure  set  forth  in  Article  2  3A,  but  may  not 
be  the  subject  of  arbitration. 

ARTICLE  20 
SAFETY  AND  HEALTH 
Section  1. 

A.    The  Employer  agrees  to  provide  a  safe,  clean,  wholesome 
surrounding  in  all  places  of  employment.   At  least  once  per  week 
the  Employer  shall  inspect  the  premises  to  maintain  good 
housekeeping.   The  employer  shall  inspect  lighting,  floors, 
ceilings  and  walls,  stairs,  roofs,  ladders,  seclusion  rooms, 
tables,  filing  cabinets,  lifting  devices,  benches,  chairs, 
heating  equipment,  electric  fans,  storage  spaces,  trunks, 
conveyor  belts,  containers,  packing  cases,  machines,  tools  and 
any  other  physical  property  used  in  any  place  of  employment.  In 
worksites  where  employees  use  video  display  terminals,  the 
Division  of  Occupational  Hygiene  shall  inspect  VDT  equipment. 
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B.  Employees  shall  be  informed  of  any  toxic  or  hazardous 
materials  in  the  workplace  in  accordance  with  M.G.L.  c.  111F 
(Right  to  Know  Law) . 

C.  Where  credible  evidence  exists  of  a  communicable 
disease,  as  determined  by  the  appropriate  state  agency  or 
department,  (e.g.  T.B.,  measles,  hepatitis  B,  etc.)  the  Employer 
shall  forthwith  make  every  reasonable  effort  to  provide  all 
employees  coming  into  contact  with  the  afflicted  person (s) 
and/or  environment  with  appropriate  training,  advice  and  safety 
supplies. 

Section  2. 

In  locations  such  as  manholes  where  valves  or  other  control 
devices  may  be  located,  the  person  in  charge  shall  ascertain 
that  no  noxious  or  poisonous  gases  are  present  therein  by 
appropriate  approved  safety  monitoring  devices  before  permitting 
any  employee  to  enter  the  areas  of  concern  for  any  reason.  When 
such  gases  are  present,  no  employee  shall  be  permitted  to  enter 
the  areas  of  concern  until  the  situation  is  corrected.  The  use 
of  harnesses  or  other  protective  devices  must  be  used  where  any 
danger  is  present. 
Section  3 . 

Where  it  is  necessary  to  make  excavations  for  the  purposes 
of  repairing  burst  water  mains,  the  Supervisor  of  the  work 
location  shall  provide  proper  shoring  to  prevent  cave-ins. 
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Section  4 . 

If  a  tool,  machine,  or  piece  of  equipment  is  not  available 
(e.g.,  arrow  boards  and/or  safety  cones)  or  is  defective,  worn 
out  or  dangerous  to  operate  because  of  its  condition,  a  repair 
or  replacement  work  order  in  duplicate  shall  be  submitted  to  the 
Supervisor  who  will  not  permit  its  use  until  authorized  by 
his/her  Department  Head  or  his/her  designee. 
Section  5. 

Department  Heads  shall  at  all  times  be  concerned  with  the 
safety  and  health  of  employees  in  their  respective  departments. 
No  employee  shall  be  required  to  use  any  tool,  machinery  or 
equipment  unless  said  employee  is  adequately  oriented, 
experienced  or  familiar  with  the  use  of  such. 
Section  6. 

A.  Each  Department  Head  shall  issue  instructions  to  all 
supervisory  personnel  to  carry  out  the  provisions  of  this 
Article. 

B.  Department  heads  shall  ensure  that  employees  required 
to  use  potentially  hazardous  tools,  equipment,  machinery,  etc. , 
shall  be  familiarized  with,  and/or  instructed  in,  the  safe 
operation  of  such  equipment. 

C.  Department  heads  shall  make  reasonable  effort  to  avoid 
making  work  assignments  which  expose  inadequately  equipped 
employees  to  the  harmful  effects  of  hazardous  substances  (e.g. 
asbsestos,  pcb's  arsenic,  etc.) 
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Section  7. 

When  an  employee  reports  any  condition  which  he/she  believes 
to  be  injurious  or  potentially  injurious  to  his/her  health  to 
the  administrative  head  of  a  work  location,  the  administrative 
head  shall  correct  the  situation  if  within  his/her  authority,  or 
shall  report  said  complaint  to  his/her  supervisor  for  prompt 
action. 
Section  8, 

A.  Whenever  the  temperature  inside  any  work  location  is 
unusually  hot  or  cold,  the  person  in  charge  of  such  work 
location  shall  immediately  contact  the  person  responsible  for 
the  building  to  determine  the  cause  and  probable  length  of  time 
necessary  to  correct  the  problem. 

B.  For  employees  in  the  Department  of  Public  Works  and  the 
Metropolitan  District  Commission  whose  workweek  consists  of 
thirty-seven  and  one-half  (37  1/2)  hours  or  more,  when  the 
outside  temperature  drops  to  a  low  of  ten  (10)  degrees 
fahrenheit,  or  zero  (0)  degrees  fahrenheit,  with  the  wind  chill 
factor,  during  such  time  the  person  in  charge  shall  make 
reasonable  efforts  to  rearrange  assignments  to  protected  areas 
to  avoid  unreasonable  exposure  to  the  extremes  of  weather,  with 
the  exception  of  emergency  situations. 

C.  In  all  new  places  of  employment,  where  the  Union 
alleges  that  the  air  quality  is  inferior,  the  person  in  charge 
of  the  location,  will  make  reasonable  efforts  to  have  air 
quality  checked.   If  the  air  quality  is  found  to  be 
sub-standard,  the  person  in  charge  of  the  location  shall  make 
reasonable  efforts  to  improve  it. 
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Section  9. 

A  copy  of  the  provisions  of  this  Article  shall  be 
conspicuously  posted  in  each  work  area 
Section  10. 

Rules  and  Regulations  issued  by  the  Division  of  Industrial 
Safety  pertaining  to  the  use  of  power  tools;  for  the  prevention 
of  accidents  in  window  cleaning;  for  common  drinking  cups  and 
common  towels  in  factories,  workshops,  manufacturing,  mechanical 
and  mercantile  establishments;  for  safeguarding  power  press 
tools,  for  toilets  in  industrial  establishments;  for  the 
prevention  of  anthrax;  to  govern  compressed  air  work;  to 
establish  safety  rules  and  regulations  and  machinery  standards; 
relating  to  safe  and  sanitary  working  conditions  in  foundries 
and  the  employment  of  women  in  core  rooms;  relative  to  benzol, 
carbon  tetrachloride  and  other  substances  hazardous  to  health; 
for  the  prevention  of  accidents  in  construction  operations; 
pertaining  to  structural  paintings;  for  the  care  of  employees 
injured  or  taken  ill  in  industrial  establishments;  for 
safeguarding  woodworking  machinery;  lighting  codes  for 
factories,  workshops,  manufacturing,  mechanical  and  mercantile 
establisments;  and  any  other  rule  or  regulation  adopted  by  the 
Department  of  Labor  and  Industries  intended  to  govern  the 
prevention  of  accidents  or  industrial  diseases  and  not 
inconsistent  with  the  provisions  of  this  Agreement  are  all 
incorporated  herein. 
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Section  11. 

New  employees  in  institutions  that  deal  directly  with 
patients,  clients,  inmates,  etc.,  shall  be  given  training  in 
resident  control.   All  employees  shall  be  retrained  at  the 
discretion  of  the  Appointing  Authority. 
Section  12. 

Management  will  take  the  necessary  preventive  action  where  a 
client,  patient,  inmate,  etc.,  is  suspected  to  have  a 
communicable  transmittable  disease  in  accordance  with  existing 
medical  practice. 
Section  13. 

A.  Within  each  Department/ Agency  or  work  facility  there 
shall  be  established  a  six  (6)  member  labor/management 
committee,  three  (3)  representing  the  Union  and  three  (3) 
representing  the  Employer  which  shall  meet  on  a  monthly  basis. 
The  committee  shall  identify  sources  of  stress  and  hazard  in  the 
workplace  and  work  environment  and  shall  recommend  changes  as 
needed. 

B.  In  the  Department  of  Public  Works  there  may  be 
established  a  six  (6)  member  labor-management  committee,  three 
(3)  representing  the  Union  and  three  (3)  representing  the 
employer  at  the  district  level,  which  shall  meet  as  needed. 
Section  14 

The  Commonwealth  and  its  departments/agencies  will  make 
every  reasonable  effort  to  comply  with  applicable  statutes  and 
regulations  regarding  the  use  of  seatbelts  by  employees. 
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Section  15 

Pregnant  employees  who  work  in  conditions/situations  deemed 
hazardous  or  dangerous  to  the  pregnancy  by  the  attending 
physician  may  request  a  temporary  re-assignment  within  their  job 
description  or  a  comparable  position,  and  may  be  re-assigned 
within  two  (2)  weeks  of  notification  for  the  duration  of  the 
pregnancy.   Upon  request  by  management,  the  employee  will 
provide  medical  evidence.   Such  work  assignments  shall  be 
determined  by  the  Appointing  Authority  or  her/his  designee. 
This  request  must  be  made  in  writing  to  the  Appointing 
Authority. 
Section  16 

The  Commonwealth  will  at  all  times  endeavor  to  maintain  its 
motor  vehicles  as  required  by  law  and  will  not  knowingly  require 
a  driver  to  operate  a  vehicle  which  does  not  conform  to  legal 
standards  and  which  endangers  the  driver's  or  any  other  person's 
health  or  physical  safety.   It  is  the  employee's  responsibility 
to  inform  his/her  supervisor  of  any  safety  defects  that  he/she 
could  reasonably  know  about. 

If  the  Appointing  Authority  or  its  designee  determines  and 
designates  that  such  vehicle  is  unsafe  in  accordance  with  the 
operating  standards  established  by  the  Registry  of  Motor 
Vehicles,  the  driver  will  not  be  required  to  operate  the 
vehicle. 
Section  17. 

When  the  Commissioner  of  the  Department  of  Public  Works, 
with  the  approval  of  the  Commissioner  of  Administration  and 
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Finance,  prescribes  protective  work  clothing  of  standard  pattern 
such  clothes  shall  be  furnished  at  the  expense  of  the  Department 
for  use,  while  on  duty,  of  those  employees  so  designated  by  the 
Department . 
Section  18 

In  worksites  where  violence  is  a  problem,  the  employer  will 
make  reasonable  efforts  to  provide  adequate  safeguards  including 
security  guards  where  and  when  necessary. 
Section  19. 

Grievances  involving  the  interpretation  or  application  of 
the  provisions  of  this  Article  may  be  processed  through  Step  3 
of  the  grievance  procedure  set  forth  in  Article  2  3A,  but  may  not 
be  the  subject  of  arbitration. 

ARTICLE  21 
EMPLOYEE  LIABILITY 
Section  1. 

An  employee  having  custody  of  a  patient  or  prisoner  or 
rendering  care  or  services  to  individuals  who  is  charged  with"  a 
crime  against  the  person,  such  crime  alleged  to  have  been 
committed  while  the  employee  was  in  the  presence  of  the  person 
alleging  same  and  while  such  employee  was  performing  his  duties, 
and  who,  after  hearing,  is  found  by  a  court  of  law  to  be  "not 
guilty"  of  such  crime,  shall  be  entitled  to  apply  for 
reimbursement  not  exceeding  $500.00  of  the  legal  fees  actually 
incurred  and  paid  by  him/her  in  connection  with  the  legal 
defense  of  such  alleged  crime  in  court.   This  section  pertaining 
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to  reimbursement  shall  not  apply  in  any  case  where  the  criminal 
complaint  is  disposed  of  in  any  manner  other  than  an 
adjudication  of  "no  probable  cause",  "not  guilty",  or  similar 
adjudication  indicating  the  employee  is  innocent.   Dispositions 
by  way  of  nolle  prosequi,  plea  bargaining,  dismissal  for  lack  of 
prosecution  or  any  other  disposition  other  than  one  clearly 
exonerating  the  employee  on  the  merits  shall  not  qualify  the 
employee  for  reimbursement  pursuant  to  this  section;  nor  shall 
this  section  apply  if  the  crime  is  alleged  to  have  been 
committed  while  the  employee  was  off  duty. 
Section  2 . 

The  parties  expressly  recognize  that  this  Article  is 
intended  to  provide  limited  reimbursement  to  an  employee  who  is 
the  victim  of  a  frivolous  or  malicious  criminal  charge  related 
to  the  manner  or  means  by  which  the  employee  performs  his/her 
duties,  and  such  employee  has  been  required  to  employ  an 
attorney  to  exonerate  him/her  in  a  criminal  court. 
Section  3. 

An  eligible  employee  as  described  in  sections  1  and  2  may 
apply  for  reimbursement  to  a  special  "Reimbursement  Panel"  to  be 
made  up  of  three  people:  the  departmental  commissioner  or 
his/her  designee,  the  Chairman  of  the  Alliance  or  his  designee, 
and  one  other  person  selected  by  the  other  two.   The  panel  shall 
evaluate  the  employee's  claim  for  reimbursement  and  make  a 
finding  that  either:  (a)  the  employee  is  eligible  for 
reimbursement  as  described  in  sections  one  and  two;  or  that  (b) 
the  employee  is  not  eligible. 
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A  determination  of  eligibility  must  be  the  result  of. a 
unanimous  vote  of  all  three  panel  members.   Any  non-unanimous 
vote  must  result  in  a  finding  of  non-eligibility. 

The  determination  of  the  reimbursement  panel  shall  be  final 
and  may  not  be  appealed.   The  decision  of  the  panel  as  to 
reimbursement  shall  not  be  subject  to  the  grievance  procedure 
contained  in  Aricle  23A. 
Section  4. 

No  application  for  reimbursement  shall  be  entertained  by  the 
panel  until  such  time  as  there  has  been  a  final  adjudication  in 
court.  .  Nor  shall  any  application  be  entertained  if  the 
department  has  taken  any  disciplinary/administrative  action 
against  the  employee  which  is  based  on  the  same  factual 
allegations  that  gave  rise  to  the  criminal  action,  unless  and 
until  such  disciplinary/administrative  action  is  finally 
resolved  in  favor  of  the  employee. 
Section  5. 

This  Article  shall  not  apply  if  the  employee's  fees  for 
his/her  criminal  defense  have  been  provided  by  any  legal  defense 
funds,  insurance  policies  or  the  like. 
Section  6. 

Nothing  in  this  Article  shall  prevent  the  Union  from  seeking 
legislative  relief  above  and  beyond  the  said  $500.00. 
Section  7 

In  addition  to  other  issues  concerning  employee  liability 
that  the  committee  chooses  to  address,  the  committee  shall 
specifically  consider  the  following  issues: 
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a.  the  relationships  between  M.G.L.  Chapter  258, 
Section  2  and  any  higher  insurance  premium  that  may  be 
charged  to  an  employee  who  uses  his/her  private  car  in 
the  course  of  his/her  employment; 

b.  whether  or  not  the  committee  ought  to  recommend  to 
the  Legislature  that  the  "assault  pay"  provisions  of 
Chapter  30,  Section  58  be  expanded  to  include  any  other 
titles  within  bargaining  units  2,  8  or  10. 

ARTICLE  22 
CREDIT  UNION  DEDUCTIONS 
The  Commonwealth  agrees  to  deduct  from  the  regular  salary 
payments  (not  a  draw)  of  employees  an  amount  of  money,  upon 
receipt  of  the  employee's  written  authorization  for  the 
deduction  for  the  purchase  of  shares  in,  making  deposits  to,  or 
repaying  a  loan  to  a  credit  union  organized  under  appropriate 
provisions  of  the  Massachusetts  General  Law  by  the  Alliance, 
AFSCME-SEIU.   Any  written  authorization  may  be  withdrawn  by  the 
employee  by  submitting  a  written  notice  of  withdrawl  to  the 
Commonwealth  and  the  Treasurer  of  the  credit  union  thirty  (30) 
days  in  advance  of  the  desired  cessation  of  payroll  deduction. 

ARTICLE  2  3 
ARBITRATION  OF  DISCIPLINARY  ACTION 
Section  1 

No  employee  who  has  been  employed  in  the  bargaining  units 
described  in  Article  1  of  this  Agreement  for  six  consecutive 
months  or  more,  except  for  three  consecutive  years  for  teachers, 
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shall  be  discharged,  suspended,  or  demoted  for  disciplinary 
reasons  without  just  cause.   An  employee  who  severs  his/her 
employment  with  the  Commonwealth  must  serve  an  additional 
probationary  period  upon  reemployment  whether  in  the  same  or  a 
different  job  title. 
Section  2 

In  the  event  that  an  employee  is  not  given  a  departmental 
hearing  prior  to  the  imposition  of  discipline  or  discharge,  then 
a  grievance  alleging  a  violation  of  Section  1  of  this  Article 
shall  be  submitted  in  writing  by  the  aggrieved  employee  to 
his/her. agency  head  within  eight  (8)  working  days  of  the  date 
such  action  was  taken.   The  grievance  shall  be  treated  as  a 
Step  II  grievance  and  Article  23A  -  Grievance  Procedure,  shall 
apply. 
Section  3 

In  the  event  that  an  employee  is  given  a  departmental 
hearing  prior  to  the  imposition  of  discipline  or  discharge,  a 
grievance  alleging  a  violation  of  Section  1  of  this  Article 
shall  be  submitted  in  writing  by  the  aggrieved  employee  to  OER 
within  eight  (8)  working  days  of  the  date  such  action  was  taken. 

The  grievance  shall  be  treated  as  a  Step  III  grievance  and 
Article  23A  -  Grievance  Procedure,  shall  apply. 
Section  4 

As  a  condition  precedent  to  submitting  a  grievance  alleging 
a  violation  of  Section  1,  pursuant  to  Article  23A  -  Grievance 
Procedure,  the  Union  and  the  employee  involved  shall  sign  and 
give  to  the  Employer,  on  a  form  prepared  by  the  Employer,  a 
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waiver  of  any  and  all  rights  to  appeal  the  disciplinary  action 
to  any  other  forum  including  the  Civil  Service  Commission.   The 
waiver  shall  include  a  declaration  that  no  other  disciplinary 
review  has  been  commenced. 
Section  5 

Should  the  Union  submit  a  grievance  alleging  a  violation  of 
Section  1  to  arbitration  pursuant  to  Article  23A  the  arbitration 
shall  be  conducted  on  an  expedited  basis. 

An  employee  and/or  the  Union  shall  not  have  the  right  to 
grieve,  pursuant  to  Articles  23  or  23A,  disciplinary  action 
taken  as  a  result  of  the  employee  engaging  in  a  strike,  work 
stoppage,  slowdown,  or  withholding  of  services  unless  the  Union 
alleges  that  the  employee  did  not  engage  in  such  conduct 

ARTICLE  2  3A 
GRIEVANCE  PROCEDURE 
Section  1 

The  term  "grievance"  shall  mean  any  dispute  concerning  the 
application  or  interpretation  of  the  terms  of  this  collective" 
bargaining  Agreement. 
Section  2 

The  grievance  procedure  shall  be  as  follows: 

Step  I    An  employee  and/or  the  Union  shall  submit  a 

grievance  in  writing  to  the  person  designated  by 
the  agency  head  for  such  purpose  not  later  than 
twenty-one  calendar  days  after  the  date  on  which 
the  alleged  act  or  omission  giving  rise  to  the 
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grievance  occurred  or  after  the  date  on  which 
there  was  a  reasonable  basis  for  knowledge  of  the 
occurrence.   The  person  so  designated  by  the 
agency  head  shall  reply  in  writing  by  the  end  of 
seven  calendar  days  following  the  date  of 
submission,  or  if  a  meeting  is  held  to  review  the 
grievance  by  the  end  of  twenty-one  calendar  days 
following  the  date  of  the  submission. . 
Step  II    In  the  event  the  employee  or  the  Union  wishes  to 
appeal  an  unsatisfactory  decision  at  Step  I,  the 
appeal  shall  be  presented  in  writing  to  the  person 
designated  by  the  agency  head  for  such  purpose 
within  ten  calendar  days  following  the  receipt  of 
the  Step  I  decision.   The  agency  head  or  his/her 
designee  shall  meet  with  the  employee  and/or  the 
Union  for  review  of  the  grievance  and  shall  issue 
a  written  decision  to  the  employee  and/or  the 
Union  within  fourteen  calendar  days  following  the 
day  on  which  the  appeal  is  filed. 
Step  III    In  the  event  the  employee  or  the  Union  wishes  to 
appeal  an  unsatisfactory  decision  at  Step  II,  the 
appeal  must  be  presented  to  OER  within  ten 
calendar  days  of  the  receipt  of  the  unsatisfactory 
decision.   OER  shall  issue  a  written  reply  by  the 
end  of  the  twenty-one  calendar  days  following  the 
day  on  which  the  appeal  was  filed  or  if  a 
conference  is  held  by  the  end  of  the  fourteen 
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working  days  following  the  close  of  the 
conference.  Every  effort  will  be  made  to  hold  such 
conference  within  fourteen  working  days  following 
the  filing  of  the  appeal. 
Step  IV    Grievances  unresolved  at  Step  III  may  be  brought 
to  arbitration  solely  by  the  Union  by  filing  with 
the  Director  of  OER  within  thirty  (30)  calendar 
days  of  the  receipt  of  the  Step  III  decision  a 
completed  Request  for  Arbitration  form. 
Section  3 

The  parties  will  attempt  to  agree  on  an  Arbitrator  on  a 
case-by-case  basis.   Failing  such  agreement  within  ten  (10)  days 
of  OER's  receipt  of  the  Request  for  Arbitration,  the  Union  may 
file  said  Request  for  Arbitration  with  the  American  Arbitration 
Association  under  its  Voluntary  Labor  Arbitration  Rules. 

If  the  Union  submits  a  grievance  alleging  a  violation  of 
Section  1  of  ARTICLE  23  as  a  result  of  charges  of  client, 
patient,  inmate  or  detainee  mishandling  or  abuse  to  arbitration, 
both  the  Employer  and  the  Union  will  select  an  arbitrator  from  a 
panel  of  arbitrators,  agreed  to  by  the  parties,  who  have  special 
experience  and/or  training  in  client,  patient,  inmate  or 
detainee  abuse/mishandling. 
Section  4 

Once  arbitration  has  been  requested  by  the  Union  a  hearing 
shall  be  held  no  later  than  twelve  months  from  such  request.   If 
a  hearing  is  not  held  within  the  twelve  month  period,  due  to 
inaction  of  the  Union,  the  grievance  is  thereby  withdrawn  with 
prejudice  but  without  precedence. 
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Section  5 

The  arbitrator  shall  have  no  power  to  add  to,  subtract  from, 
or  modify  any  provision  of  this  Agreement  or  to  issue  any 
decision  or  award  inconsistent  with  applicable  law.   The 
decision  or  award  of  the  arbitrator  shall  be  final  and  binding 
in  accordance  with  Massachusetts  General  Laws,  Chapter  150C. 
Section  6 

All  fees  and  expenses  of  the  arbitrator,  if  any,  which  may 
be  involved  in  the  arbitration  proceeding  shall  be  divided 
equally  between  the  Union  and  OER.   Each  party  shall  bear  the 
cost  of  preparing  and  presenting  its  own  case. 
Section  7 

If  a  decision  satisfactory  to  the  Union  at  any  level  of  the 
grievance  procedure  other  than  Step  IV  is  not  implemented  within 
a  reasonable  time,  the  Union  may  reinstitute  the  original 
grievance  at  the  next  step  of  the  grievance  procedure.   A 
resolution  of  a  grievance  at  either  Step  I  or  II  shall  not 
constitute  a  precedent. 
Section  8 

If  the  Employer  exceeds  any  time  limit  prescribed  at  any 
step  in  the  grievance  procedure,  the  grievant  and/or  the  Union 
may  assume  that  the  grievance  is  denied  and  invoke  the  next  step 
of  the  procedure,  except,  however,  that  only  the  Union  may 
request  impartial  arbitration  under  Step  IV.   However,  no- 
deadline  shall  be  binding  on  the  grievant  and/or  the  Union  until 
a  required  response  is  given. 
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Section  9 

Any  step  or  steps  in  the  grievance  procedure,  as  well  as 
time  limits  prescribed  at  each  step  of  this  grievance  procedure, 
may  be  waived  by  mutual  agreement  of  the  parties  in  writing. 
Section  10 

Each  department/agency  head  shall  designate  a  person (s)  to 
whom  grievances  may  be  submitted  at  Step  I  and/or  Step  II. 
Section  11 

A  Union  representative  or  steward,  whichever  is  appropriate, 
shall  be  notified   of  grievances  filed  by  an  employee  on  his/her 
own  behalf  and  shall  have  the  opportunity  to  be  present  at 
grievance  meetings  between  the  employee  and  the  Employer  held  in 
accordance  with  the  grievance  procedure. 
Section  12 

It  is  agreed  that  grievances  will  not  be  filed  by  the  Union, 
nor  accepted  by  the  Commonwealth  by  facsimile.   Any  grievances 
received  by  facsimile  will  be  denied  as  not  properly  filed. 

ARTICLE  24 
PERSONNEL  RECORDS 
Section  1 

Each  employee  shall  have  the  right,  upon  request,  to  examine 
and  have  copied  any  and  all  material,  including  any  and  all 
evaluations,  contained  in  any  personnel  records  concerning  such 
employee.   The  Union  shall  have  access  to  an  employee's  records 
upon  written  authorization  by  the  employee  involved. 
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Section  2 

Whenever  any  material,  including  evaluations,  is  to  be 
inserted  into  the  official  personnel  file  or  record  of  an 
employee,  the  employee  shall  be  given  a  copy  of  such  material 
upon  its  insertion.   Whenever  any  material,  including 
evaluations,  is  inserted  into  the  personnel  file  or  record  of  an 
employee  such  material  shall  be  date  stamped  before  its 
insertion. 
Section  3 

A.  The  official  personnel  file  of  record  or  an  employee 
shall  be  placed  in  a  location  to  which  the  employee  has 
convenient  access.   For  those  employees  not  having  convenient 
access  to  their  personnel  file/records,  upon  written  request  by 
the  employee  to  examine  his/her  personnel  file/records,  the 
Employer  shall  make  a  reasonable  effort  for  the  employee  to  see 
his/her  personnel  file/records  within  a  two  (2)  week  period. 

B.  There  shall  be  only  one  (1)  official  personnel  file  or 
record  maintained  by  the  Employer.   Information  not  included  in 
the  official  personnel  file  or  record  shall  not  be  considered 
valid  information,  and  shall  be  purged. 

Section  4 

A.  The  Union  or  any  employee  may  challenge  the  accuracy  or 
propriety  of  any  material  and/or  evaluations  in  their  personnel 
file  or  record  by  filing  a  written  statement  of  the  challenge  in 
the  official  personnel  file  or  record. 

B.  The  Union  or  any  employee  may  file  a  grievance  based  on 
a  performance  evaluation  or  on  any  material  either  of  which 
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results  in  a  negative  action.   Upon  a  determination  at  any  step 
of  the  grievance  procedure  that  such  performance  evaluation,  any 
other  material,  or  portion  thereof,  is  either  inaccurate  or 
improperly  placed  in  such  employee's  personnel  record  such 
inaccurate  evaluation,  material,  or  portion  thereof,  shall  be 
removed  from  the  file,  together  with  any  of  the  employee's 
statement  or  statements  thereto. 

C.    Notwithstanding  the  provisions  of  paragraph  B  above,  an 
employee  may  file  a  grievance  challenging  any  written  memorandum 
which  reprimands  the  employee  for  prior  conduct  or  omissions  and 
which  warns  the  employee  that  further  transgressions  may  result 
in  suspension,  demotion  or  discharge.   Said  memorandum  will  be 
found  to  violate  this  Agreement  only  if  it  is  arbitrary, 
discriminatory  or  if  it  contains  allegations  which  are 
erroneous.   Said  grievances  shall  be  grievable  to  Step  II. 

ARTICLE  24A 
PERFORMANCE  EVALUATION 
Section  1 

In  accordance  with  the  provisions  of  Chapter  7  67  of  the  Acts 
of  1981,  there  shall  be  established  a  Performance  Evaluation 
System  for  all  employees  covered  by  this  Agreement. 
Section  2 

Said  system  shall  permit  variations  in  format  between 
various  departments  and  agencies.   There  shall  be  no  variation 
in  format  within  the  same  Department/Agency  for  the  same  job 
titles.   Any  format  must  meet  the  following  criteria  (subject  to 
formal  promulgation  under  M.G.L.  c.  31,  s4  and  6A) : 
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A.  All  employee  evaluations  shall  be  in  writing  and  shall 
be  included  in  the  employee's  official  personnel  file.   The 
Union  shall  be  notified  should  the  employee  lack  english 
proficiency  to  understand  the  evaluation  and  its  process. 

B.  Evaluations  shall  be  completed  by  the  employee's 
immediate  state  supervisor  and  be  approved  by  a  state  supervisor 
of  a  higher  grade  designated  by  the  Appointing  Authority  (except 
in  cases  of  potential  conflict  of  interest  or  other  legitimate 
reasons) . 

C.  Formal  evaluations  shall  be  completed  at  least  once  per 
year  for  each  employee  but  not  more  than  twice  per  year. 
Probationary  employees  shall  be  evaluated  mid-point,  but  not 
more  than  twice  a  year. 

D.  Prior  to  each  evaluation  period  the  supervisor  shall 
meet  with  the  employee  and  shall  inform  the  employee  of  the 
general  performance  dimensions  and  procedures  to  be  utilized  in 
evaluating  the  employee's  performance. 

E.  The  performance  dimensions  shall  be  objective  and 
job-related. 

F.  At  least  once  during  the  evaluation  period,  at  or  near 
its  mid-point,  the  supervisor  shall  meet  with  the  employee  to 
review  the  employee's  progress.   The  employee  shall  have  two  (2) 
work  days  to  review  the  evaluation  prior  to  signing  it.   A 

■ 

remedial  development  plan  shall  be  formulated  jointly  if  the 
mid-term  review  results  in  a  rating  of  below. 
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G.    At  or  near  the  end  of  the  evaluation  period,  the 
supervisor  shall  meet  with  the  employee  and  inform  the  employee 
of  the  results  of  the  evaluation.   The  employee  shall  sign  the 
evaluation  and  indicate  whether  s/he  agrees  or  disagrees  with 
the  content  thereof.   The  employee  shall  have  two  (2)  work  days 
to  review  the  evaluation  prior  to  signing. 

H.    Following  the  employee's  review  and  signature,  the  form 
shall  be  submitted  to  the  higher  level  supervisor  for  final 
determination  of  ratings.   The  employee  shall  be  given  a  copy  of 
the  completed  form  and  shall  have  the  right  to  file  a  written 
rebuttal  which  shall  be  affixed  to  the  form.   The  employee  shall 
have  two  (2)  work  days  to  review  the  evaluation  prior  to  signing 
it. 
Section  3 

There  shall  be  established  within  each  agency  a 
Labor/Management  Committee,  consisting  of  not  more  than  four  (4) 
representatives  of  each  party,  which  shall  meet  at  reasonable 
times  to  discuss  any  problems  or  issues  surrounding  the 
Performance  Evaluation  System. 
Section  4 

A.  Any  employee  who  as  a  result  of  an  evaluation  pursuant 
to  this  Agreement  receives  an  overall  rating  of  unsatisfactory 
shall  have  the  right  to  grieve  said  rating  through  Step  II  of 
the  grievance  procedure. 

B.  In  the  event  that  the  employee  is  not  satisfied  with 
the  grievance  response,  the  employee  may  file,  through  the 
Alliance,  within  fourteen  days  with  the  Office  of  Employee 
Relations  a  request  for  review  of  the  Step  II  determination. 
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Said  review  shall  be  conducted  by  a  tripartite  panel 
consisting  of  one  person  designated  by  the  Chairman  of  the 
Alliance,  one  person  designated  by  the  Director  of  the  Office  of 
Employee  Relations  and  one  person  designated  by  the  Chairman  of 
the  Board  of  Conciliation  and  Arbitration. 

The  standards  of  review  to  be  applied  by  the  panel  shall  be 
whether  the  evaluation  rating  is  arbitrary,  discriminatory  or 
whether  it  is  erroneous.   The  decision  of  the  tripartite  panel 
shall  be  final  and  binding. 
Section  5 

Nothing  in  this  Agreement  shall  be  construed  as  limiting  in 
any  way  any  other  appeal  rights  provided  by  law,  except  that  the 
appeal  procedures  provided  in  this  Agreement  shall  not  be 
available  to  any  employee  who  elects  to  appeal  his/her 
evaluation  rating  under  the  provisions  of  G.L.  c.  31,  section 
6C. 
Section  6 

The  parties  agree  to  establish  a  Labor/Management  Committee 
consisting  of  four  representatives  selected  by  the  Alliance  arid 
four  representatives  selected  by  OER.   The  Committee  shall  meet 
bimonthly  and  shall  review  and  make  recommendations  concerning 
the  Commonwealth's  policies  and  practices  regarding  the  review 
and  maintenance  of  Personnel  Records. 

The  Committee  shall  also  discuss  problems  involving  the 
Performance  Evaluation  System  which  are  unrelated  to  the 
Department/Agency  Labor  Management  Committees  established  above. 
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Section  7 

The  parties  agree  to  establish  a  Labor/Management  Committee 
to  review  and  make  recommendations  to  revise  the  Performance 
Evaluation  Guidelines/Forms.   Said  Committee  shall  consist  of 
three  (3)  representatives  selected  by  the  Union  and  three  (3) 
representatives  selected  by  O.E.R.   The  Committee  shall  convene 
in  January  1991  and  shall  continue  to  meet  upon  request  by 
either  party. 

ARTICLE  2  5 
MANAGERIAL  RIGHTS /PRODUCTIVITY 
Section  1 

Except  as  otherwise  limited  by  an  express  provision  of  this 
Agreement,  the  Employer  shall  have  the  right  to  exercise 
complete  control  and  discretion  over  its  organization  and 
technology  including  but  not  limited  to  the  determination  of  the 
standards  of  services  to  be  provided  and  standards  of 
productivity  and  performance  of  its  employees;  establish  and/or 
revise  personnel  evaluation  programs;  the  determination  of  the 
methods,  means  and  personnel  by  which  its  operations  are  to  be 
conducted;  the  determination  of  the  content  of  job 
classifications;  the  appointment,  promotion,  assignment, 
direction  and  transfer  of  personnel;  the  suspension,  demotion, 
discharge  or  any  other  appropriate  action  against  its  employees; 
the  relief  from  duty  of  its  employees  because  of  lack  of  work  or 
for  other  legitimate  reasons;  the  establishment  of  reasonable 
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work  rules;  and  the  taking  of  all  necessary  actions  to  carry  out 
its  mission  in  emergencies. 
Section  2 

Delivery  of  services  to  the  public  in  the  most  efficient, 
effective,  and  productive  manner  is  of  paramount  importance  to 
the  Employer  and  the  Union.   Such  achievement  is  recognized  to 
be  a  goal  of  both  parties  as  they  perform  their  respective  roles 
and  meet  their  responsibilities. 
Section  3 

It  is  acknowledged  that  during  the  negotiations  which 
resulted  in  this  Agreement,  the  Union  had  the  unlimited  right 
and  opportunity  to  make  demands  and  proposals  with  respect  to 
all  proper  subjects  of  collective  bargaining.   Therefore,  for 
the  life  of  this  Agreement,  this  Agreement  shall  constitute  the 
total  agreement  between  the  parties  and  the  Union  agrees  that 
the  Employer  shall  not  be  obligated  to  any  additional  collective 
bargaining. 
Section  4 

Any  prior  agreement  covering  employees  in  these  bargaining 
units  shall  be  terminated  upon  the  effective  date  of  this 
Agreement  and  shall  be  superseded  by  this  Agreement. 

ARTICLE  26 
STATEWIDE  AND  DEPARTMENTAL  LABOR /MANAGEMENT  COMMITTEES 
Section  1 

In  order  to  provide  a  means  for  continuing  communications 
between  the  parties  and  for  promoting  a  climate  of  constructive 
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employee  relations,  a  State-wide  Labor/Management  Committee,  and 
similar  committees  for  each  unit  covered  by  this  agreement, 
shall  be  established  which  shall  consist  of  up  to  four  (4) 
representatives  designated  by  the  Employer  and  up  to  four  (4) 
representatives  designated  by  the  Union. 
Section  2 

The  Committee  shall  meet  at  least  quarterly.   Such  meeting 
shall  not  be  for  the  purpose  of  discussing  pending  grievances  or 
for  the  purpose  of  conducting  negotiations  on  any  subject.   The 
topics  discussed  shall  relate  to  the  general  application  of  this 
Agreement  and  to  other  matters  of  mutual  concern  including 
improvement  of  Employer/ employee  relations  and  improvement  of 
productivity . 
Section  3 

There  shall  be  Labor/Management  Sub-Committees  established 
within  each  Department/ Agency  consisting  of  six  (6)  members, 
three  (3)  representing  the  Union  and  three  (3)  representing 
Management.   It  shall  be  the  responsibility  of  these 
Sub-Committees  to  promote  ways  and  means  of  improving  the 
"Quality  of  Life"  within  the  work  place.   Any  procedures  or 
changes  in  conditions  promulgated  by  the  Sub-Committee  shall  be 
approved  by  the  State-wide  Labor/Management  Committee  before 
they  become  operative. 
Section  4 

There  shall  be  a  special  Labor  Management  Committee  on 
alternative  work  schedules  consisting  of  four  (4)  members 
designated  by  the  Office  of  Employee  Relations  and  four  (4) 
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members  designated  by  the  Alliance,  which  shall  consider 
proposals  regarding  the  feasibility  of  establishing  alternative 
work  schedules,  including  but  not  limited  to  such  issues  as 
flexible  hours,  staggered  hours,  part-time  and  job  sharing. 

ARTICLE  2  6A 
EMPLOYEE  PARTICIPATION  PROGRAM 
Section  1     General 

The  employer  and  the  Union  recognize  that  the  employees  who 
perform  the  work  are  one  of  the  most  valuable  sources  of 
information  concerning  the  methods  and  means  of  improving  the 
delivery  of  services  to  the  public.   Therefore,  the  parties 
agree  to  establish  an  employee  participation  program  which  shall 
be  under  the  direction  and  control  of  the  Special 
Labor/Management  Committee  set  out  in  Section  2 . 
Section  2     Committee 

The  employer  and  the  Union  agree  to  establish  a  Special 
Statewide  Labor/Management  Committee,  consisting  of  four 
representatives  appointed  by  the  Chairman  of  the  Alliance,  and 
four  representatives  appointed  by  the  Director  of  the  Office  of 
Employee  Relations.   The  Committee  shall  develop  and  implement 
policies  and  procedures  for  agency  programs  and  shall  administer 
the  fund  established  in  Section  3.   Such  Committee  shall 
function  continuously  throughout  the  life  of  this  Agreement. 
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ARTICLE  2  7 
NO  STRIKES 
Section  1 

Neither  the  Union  nor  any  employee  shall  engage  in,  induce, 
support,  encourage  or  condone  a  strike,  work  stoppage,  slowdown, 
or  withholding  of  services  by  employees. 
Section  2 

The  Union  shall  exert  its  best  efforts  to  prevent  any 
violation  of  Section  1  of  this  Article,  and  if  such  action  does 
occur,  to  exert  its  best  efforts  to  terminate  it. 

ARTICLE  2  8 
SAVING  CLAUSE 
In  the  event  that  any  Article,  Section  or  portion  of  this 
Agreement  is  found  to  be  invalid  or  shall  have  the  effect  of 
loss  to  the  Commonwealth  of  funds  made  available  through  federal 
law,  rule  or  regulation,  then  such  specific  Article,  Section  or 
portion  shall  be  amended  to  the  extent  necessary  to  conform  with 
such  law,  rule  or  regulation,  but  the  remainder  of  this 
Agreement  shall  continue  in  full  force  and  effect.   Disputes 
arising  under  this  Article  shall  be  discussed  with  the  Division 
of  Employee  Relations  and  may  be  submitted  by  the  Union  to 
expedited  arbitration. 
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ARTICLE  2  9 
DURATION 
This  Agreement  shall  be  for  the  three  year  period  from  July 
1,  1990  to  June  30,  1993  and  terms  contained  herein  shall  become 
effective  on  the  signing  date  of  the  Agreement  unless  otherwise 
specified.   Should  a  successor  Agreement  not  be  executed  by  June 
30,  1993,  this  Agreement  shall  remain  in  full  force  and  effect 
until  a  successor  Agreement  is  executed  or  an  impasse  in 
negotiations  is  reached.   At  the  written  request  of  either 
party,  negotiations  for  a  subsequent  Agreement  will  be  commenced 
on  or  after  January  1,  1993. 

ARTICLE  3  0 
APPROPRIATION  BY  THE  GENERAL  COURT 
The  cost  items  contained  in  this  Agreement  shall  not  become 
effective  unless  appropriations  necessary  to  fully  fund  such 
cost  items  have  been  enacted  by  the  General  Court  in  accordance 
with  M.G.L.  C.150E,  section  7,  in  which  case,  the  cost  items 
shall  be  effective  on  the  date  provided  in  the  Agreement.   The 
employer  shall  make  such  request  of  the  General  Court.   If  the 
General  Court  rejects  the  request  to  fund  the  Agreement,  the 
cost  items  shall  be  returned  to  the  parties  for  further 
bargaining. 
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Agreement  signed  this  /  J   day  of  December  1990. 


For  the  Alliance,  AFSCME-SEIU,       For  the  Commonwealth 


AFL-CIO 


jC.  /\^LUu)>hZ 
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APPENDIX  A  ( 1 ) 
SCHEDULE  OF  WEEKLY  SALARY  RATES 
EFFECTIVE  JUNE  26,  1988 


PROMOTION 

STEP  1 

STEP  2 

STEP  3 

STEP  4 

STEP  5 

FACTOR    ] 

:ncr 

JG 

1 

247.64 

258.98 

270.32 

281 .66 

293.00 

5.67 

2 

252.72 

264.06 

275.40 

286.74 

298.08 

5.67 

3 

257.01 

269.87 

282.73 

295.59 

308.45 

5.43 

4 

254.50 

277.36 

290.22 

303.08 

315.94 

6.43 

5 

259.23 

263.21 

297.19 

311  .17 

325.15 

6.99 

6 

279.32 

293.30 

307.28 

321 .26 

335.24 

6.99 

7 

286.78 

302. 10 

317.42 

332.74 

348.06 

7.66 

8 

293.76 

310.38 

327.00 

343.62 

360.24 

O  •  W  ! 

9 

305.37 

323.60 

341 .83 

360.05 

378.29 

9.12 

10 

317.66 

337.00 

356.34 

375.68 

395.02 

9.67 

1 

11 

329.14 

350.21 

371  .28 

392.35 

413.42 

10.53 

2 

12 

344.15 

366.23 

388.31 

410.39 

432.47 

11.04 

2 

13 

364.06 

387.31 

410.56 

433 . 81 

457.06 

11.63 

2 

14 

379.63 

406.94 

434.25 

461 .56 

488.87 

13.66 

2 

15 

398.80 

428.54 

458.28 

488.02 

517.76 

14.87 

^ 

16 

420.36 

452.91 

485.46 

518.01 

550.56 

16.27 

17 

445.70 

479.51 

513.32 

547.13 

580.94 

16.91 

* 
^ 

18 

467.03 

503.10 

539.17 

575.24 

611 .31 

18.03 

3 

19 

491 .20 

529.61 

568.02 

606.43 

644.84 

19.21 

^ 

20 

517.59 

557.17 

596.75 

636.33 

675.91 

19.79 

2 

21 

541 .65 

583.80 

625.95 

668.10 

710.25 

21  .07 

A 

22 

568.54 

613.12 

657.70 

702.28 

746.86 

22.29 

A 

23 

597.65 

643.42 

689.19 

734.96 

780.73 

22.68 

A 

24 

624.68 

672.64 

720.60 

768.56 

816.52 

22.98 

A 

25 

651 .69 

702.09 

752.49 

802.89 

853.29 

25.20 

5 

25 

675.76 

728.34 

780.92 

833.50 

886.08 

26.29 

5 
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APPENDIX  A  (2) 
SCHEDULE  OF  WEEKLY  SALARY  RATES 
EFFECTIVE  JANAURY  13,  1991 


PROMOTION 

STEP  1 

STEP  2 

STEP  3 

STEP  4 

STEP  5 

FACTOR 

INCREMEN 

JG 

1 

261 .64 

272.98 

284.32 

295.66 

307.00 

5.57 

11  .34 

2 

266.72 

278.06 

289.40 

300.74 

312.08 

5.67 

1  1  .34 

3 

271 .01 

283.87 

296.73 

309.59 

322.45 

6.43 

12.86 

4 

278.50 

291 .36 

304.22 

317.08 

329.94 

6  .  43 

M2.se 

5 

n   n  o  *i   o 

297.21 

311.19 

325.17 

329. 15 

6.99 

4  O   Q£ 

6 

293.32 

307.30 

321 .28 

335.26 

349.24 

6.99 

i  o  .  9c 

7 

300.73 

316.10 

331 .42 

346.74 

352.06 

7.55 

15.3' 

e 

30/ .76 

324.38 

341 .00 

357.62 

274.24 

£.21 

9 

319.37 

337.60 

355. S3 

374.06 

292.29 

q  m  «  2 

10 

331 .66 

351 .00 

370.34 

389.68 

409.02 

9.67 

19.34 

11 

343. 14 

364.21 

385.28 

405.35 

427.42 

10.53 

21  .07 

12 

358.15 

380.23 

402.31 

424.39 

446.47 

11  .04 

22.05 

*- 

13 

374. 9S 

398.93 

422.88 

446.82 

470.77 

11  .97 

03  qc 

14 

391 .02 

419.15 

447.28 

475.41 

503.54 

14.05 

28.15 

15 

410.76 

441 .40 

472.03 

502.66 

533.29 

15.32 

30.65 

16 

432.97 

466.50 

500.02 

533.55 

567.08 

16.75 

17 

459.07 

493.90 

528.72 

563.54 

598.37 

17.41 

34.82 

18 

481 .04 

518.19 

555.35 

592.50 

629.65 

18.58 

37.15 

19 

505.94 

545.50 

585.06 

624.62 

564.19 

19.76 

39.56 

20 

533.12 

573.89 

614.65 

655.42 

696.19 

20.38 

40.77 

21 

557.90 

601 .31 

644.73 

688.14 

731.56 

21  .71 

43.41 

22 

585.60 

631 .51 

677.43 

723.35 

769.27 

22.96 

45.9: 

23 

615.58 

662.72 

709.87 

757.01 

804.15 

23.57 

47.  14 

24 

643.42 

692.82 

742.22 

791 .62 

841 .02 

24.70 

49. 4C 

25 

571 .24 

723.15 

775.06 

826.98 

878.89 

25.96 

51.91 

26 

596.02 

750.  19 

804.25 

858.51 

912.65 

27.08 

54.  16 
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APPENDIX    A 

SCHEDULE    OF   WEEKLY 

EFFECTIVE    JUNE 


(3) 

SALARY    RATES 

30,     1991 


STEP    1 


STEP    2 


STEP    3         STEP   4 


STEP    5 


JG 

1 

262.72 

274.75 

286.78 

298.81 

310.84 

0 

268.11 

280.14 

292.17 

304.20 

316.23 

3 

272.66 

286.31 

299.95 

313.59 

*>  O  "»   «  1 

4 

280.61 

294.25 

307.89 

321.54 

335. 18 

5 

285.63 

300.46 

W  i  ■J     .  —  w 

220.12 

344.95 

6 

296.33 

311.16 

325.99 

340.82 

355.55 

7 

304.24 

320.50 

335.75 

253.00 

369.26 

6 

•3  «  i  e  c 

O.i  i  .  w  j 

329.26 

346.9' 

354.55 

382. 13 

9 

C5  *3   07 

w  -—  W  •  w  / 

343.3- 

w  -J    C.     •  C  V 

381 .99 

401 .33 

10 

337.01 

357.52 

378.04 

398.56 

419.08 

1  1 

349.18 

371 .54 

w  7  O  i  C  •/ 

416.24 

436.60 

12 

365.  11 

388.53 

41 1 .96 

435.38 

458.81 

13 

**  c  c   o  ^> 

obo . 2o 

410.90 

435.56 

460.23 

484.89 

14 

402.75 

431 .72 

460.70 

489.67 

518.64 

15 

423.09 

454.64 

486.19 

517.74 

549.29 

16 

445.96 

480.49 

515.02 

549.56 

584.09 

17 

472.84 

508.71 

544.58 

580.45 

616.32 

18 

495.47 

533.74 

572.01 

610.27 

648.54 

19 

521 .11 

561 .86 

602.61 

643.36 

684.11 

20 

549.11 

591  .10 

633.09 

675.08 

717.07 

21 

574.64 

619.35 

664.07 

708.79 

753.50 

22 

603.16 

650.46 

697.75 

745.05 

792.34 

23 

634.05 

682.60 

731 .16 

779.72 

828.28 

24 

662.72 

713.60 

754.48 

815.37 

865.25 

25 

691 .38 

744.85 

798.32 

651  .79 

905.26 

26 

716.91 

772.70 

82e.4B 

884.26 

940.04 

PROMOTION 
FACTOR 

6.02 

6.02 
6.62 


32 


INCREN 


.42 


5.13 

1      2  0 

9.67 


10.25 

1*  .13 

«   «        7  4 


12.33 
14.49 
15.78 

17.27 
17.93 
19.13 

20.37 
21.00 
22.36 

22.65 
24.28 
25.44 

26.72 
27.69 


4      A 
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APPENDIX    A    (4) 
SCHEDULE    OF    WEEKLY    SALARY    RATES 
EFFECTIVE    DECEMBER    29,     1991 


PROMOTION 

STEP    1 

STEP    2 

STEP    3 

STEP    4 

STEP    5 

FACTOR 

INCREME 

JG 

1 

267.98 

280.25 

292.52 

304.79 

317.06 

6.14 

12.2 

2 

273.47 

285.74 

298.02 

310.29 

322.55 

6.  14 

12.2 

3 

278.12 

292.03 

305.95 

319.86 

333.78 

6.96 

13.9 

4 

286.22 

300. 14 

314.05 

327.97 

341 .88 

6.96 

5 

291 .34 

305.47 

321 .59 

336.72 

351 .85 

7.56 

1  w  •   ■ 

6 

302.26 

317.39 

332.51 

347.64 

362.77 

7.56 

15.1 

7 

310.33 

326.91 

343.49 

360.05 

376.64 

8.29 

16.5 

8 

317.88 

335 . 87 

w  0  w  •  W'O 

371 .84 

389. S2 

S.99 

17.9 

9 

330.45 

350.17 

369.90 

389.63 

409.35 

9.86 

19.7 

10 

343.75 

364.67 

385.60 

406.53 

427.46 

10.45 

20.9 

11 

356.17 

378.97 

401 .77 

424.57 

447.37 

11  .40 

22.8 

12 

372.41 

396.30 

420.20 

444.09 

467.98 

11  .95 

23.3 

*- 

13 

393.96 

419.12 

444.27 

469.43 

494.59 

12.53 

25.1 

14 

410.80 

440.36 

469.91 

499.46 

529.02 

14.78 

29.5 

15 

431 .55 

463.73 

495.91 

528.10 

560.28 

16.09 

32.1 

16 

454.88 

490.10 

525.33 

550.55 

595.77 

17.51 

35.2 

17 

482.30 

518.89 

555.47 

592.06 

628.65 

16.29 

36  .  5 

18 

505.38 

544.41 

583.45 

622.48 

661 .51 

19.52 

39.0 

19 

531.54 

573.10 

614.66 

656.23 

697.79 

20.78 

41  .5 

20 

560.09 

602.92 

645.75 

688.58 

731 .41 

21  .42 

42.8 

21 

586.13 

631 .74 

677.35 

722.96 

768.57 

22.81 

45.6 

22 

615.23 

663.47 

711 .71 

759.95 

808.19 

24.12 

43.2 

23 

646.73 

696.26 

745.78 

795.31 

844.84 

24.76 

49.5 

24 

675.98 

727.88 

779.77 

831 .67 

883.57 

25.95 

51  .9 

25 

705.21 

759.74 

814.28 

868.82 

«•/  4.  0   f   W  *J 

27.27 

54.5 

25 

731 .25 

783.15 

845.05 

901 .95 

953.84 

23.45 

56.9 
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APPENDIX    A    (5) 
SCHEDULE    OF    WEEKLY    SALARY    RATES 
EFFECTIVE    JUNE    28,     1992 


PROMOTION 

STEP    1 

STEP    2 

STEP    3 

STEP   4 

STEP    5 

FACTOR 

JG 

1 

276.01 

288.65 

301 .29 

313.93 

326.57 

5.32 

2 

281 .68 

294.32 

306.96 

319.50 

332.23 

5.32 

3 

286.46 

300.79 

315.  13 

329.46 

343.79 

7.17 

4 

294.81 

309. 14 

**  *}   *">    •*  "7 

337.81 

352.  14 

7.  17 

5 

300.08 

315.66 

346.82 

»->  W  *.  .  «T   I 

7.79 

6 

311 .32 

325.91 

342.49 

358.07 

373.65 

7.79 

7 

319.64 

336.72 

352.79 

370.87 

387.94 

£.54 

e 

327.42 

345.94 

264. ^7 

382. 9S 

401 .52 

9 

340.36 

360.58 

3S1 .00 

401 .32 

421 .64 

1  J  .  1  5 

10 

354.06 

375.61 

397.17 

418.73 

440.28 

i  V  .  /  3 

1  1 

366.85 

390.34 

413.82 

437.31 

460.79 

1  1  .74 

12 

383.58 

408. 19 

432. SO 

457.41 

482.02 

12.30 

13 

405.77 

431 .69 

457.60 

483 . 52 

509.43 

12.95 

14 

423.13 

453.57 

484.01 

514.45 

544.39 

15.22 

15 

444.50 

477.64 

510.79 

543.94 

577.09 

16.57 

16 

468.53 

504.81 

541 .08 

577.36 

613.64 

18.14 

17 

496.77 

534.45 

572.14 

609.82 

547.50 

18.84 

18 

520.54 

560.75 

600,95 

641 .15 

681 .35 

20.10 

19 

547.49 

590.29 

633.10 

675.92 

718.73 

21.41     . 

20 

576.90 

621 .01 

665.13 

709.24 

753.36 

22.06 

21 

603.71 

650.59 

697.57 

744.65 

791 .63 

23.49 

<50 

633 . 68 

683.37 

733.06 

782.75 

832.44 

24.84 

23 

666.13 

717.14 

768.16 

819.17 

870.19 

25.51 

24 

696.26 

749.71 

803.17 

856.62 

910.08 

26.73 

25 

726.36 

782.54 

838.71 

894.69 

951 .06 

28.09 

26 

753.19 

811  .79 

570.40 

929.00 

987.61 

29.30 
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APPENDIX  A  (6) 
SCHEDULE  OF  WEEKLY  SALARY  RATES 
EFFECTIVE  JANUARY  3,  1993 


JG 
1 
2 
3 

STEP  1 

STEP  2 

STEP  3 

STEP  4 

STEP  5 

PROMOTION 
FACTOR 

INCREMENT 

281.54 
287.31 
292.19 

294.43 
300.20 
306.81 

307.32 
313.09 

321 .43 

320.21 
325.99 
336.05 

333.10 
338.88 
350.67 

6.45 

6.45 

.  7.31 

12.89 
12.89 
14.62 

4 
5 
6 

300.70 
306.08 
317.55 

315.32 
321 .97 
333.44 

329.94 
337.87 
349.34 

344.56 
353.76 
365.23 

359.18 
369.65 
381 .13 

7.31 
7.95 
7.95 

14.62 
15.89 
15.89 

7 
8 
9 

326.03 
333.97 
347.17 

343.45 
352.86 
367.89 

360.87 
371  .76 
388.62 

378.28 
390.65 
409.34 

395.70 
409.55 
430.07 

8.71 

9.45 

10.36 

17.42 
18.89 
20.73 

10 
11 
12 

361  .14 
374.19 
391 .25 

383.13 
398.14 
416.36 

405.11 
422.10 
441 .46 

427.10 
446.05 
466.56 

449.09 
470.01 
491 .66 

10.99 
11.98 
12.55 

21  .99 

23.95 

±25.10 

13 
14 
15 

413.89 
431.59 
453.39 

440.32 
462.64 
487.20 

466.75 
493.69 
521 .01 

493.19 
524.74 
554.82 

519.62 
555.78 
588.63 

13.22 
15.52 
16.91 

26.43 
31  .05 
33.81 

16 
17 
18 

477.90 
506.70 
530.95 

514.90 
545.14 
571.96 

551 .91 
583.58 
612.97 

588.91 
622.02 
653.97 

625.92 
660.46 
694.98 

18.50 
19.22 
20.50 

37.01 
38.44 
41  .01 

19 
20 
21 

558.43 
586.43 
615.79 

602.10 
633.43 
663.71 

645.77 
678.43 
711 .63 

689.43 
723.43 
759.54 

733.10 
768.42 
807.46 

21  .83 
22.50  *" 
23.96 

43.67 
45.00 
47.92 

22 
23 

24 

646.36 
679.45 
710.18 

697.04 
731.49 
764.71 

747.72 
783.52 
819.23 

798.40 
835.56 
873.76 

849.09 
887.59 
928.28 

25.34 
26.02 
27.26 

50.68 
52.03 
54.52 

25 
26 

740.89 
768.25 

798.19 
828.03 

855.49 
887.81 

912.78 
947.58 

970.08 
1007.36 

28.65 
29.89 

57.30 
59.78 

(120) 


APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 

TITLE  TITLE 

NAME  CODE 

ADAPTIVE  CLOTHING  DESIGNER  12 

ADAPTIVE  EQUIPMENT  TECHNICIAN  I  12 

ADAPTIVE  EQUIPMENT  TECHNICIAN  II  14 

AERONAUTICAL  INSPECTOR  I  21 

ANIMAL  CARETAKER  I  07 

ANIMAL  CARETAKER  II  09 

ANIMAL  HEALTH  INSPECTOR  I   .  13 

ANIMAL  HEALTH  INSPECTOR  II  15 

APIARY  INSPECTOR  I  11 

APIARY  INSPECTOR  II  13 

ARMORER  I  08 

ARMORER  II  10 

ARMORER  III  12 

ASSISTANT  GAME  CULTURIST  13 

ASSISTANT  SUPERVISING  MAINTENANCE  REPAIRMAN,  15 

POOLS  AND  RINKS,  M.D.C. 

AUDIO  VISUAL  EQUIPMENT  TECHNICIAN  I  14 

AUDIO  VISUAL  EQUIPMENT  TECHNICIAN  II  16 

BAKER  I  07 

BAKER  II  11 

BAKER  III  13 

BAKER  IV  16 

BARBER  09 

BEAUTICIAN  09 

BRIDGE  OPERATOR  I  10 

BRIDGE  OPERATOR  II  12 

BUILDING  MAINTENANCE  SUPERVISOR  I  12 

BUILDING  MAINTENANCE  SUPERVISOR  II  16 

CAMPUS  POLICE  CHIEF  15 

CANPUS  POLICE  OFFICER  I  12 

CANPUS  POLICE  OFFICER  II  13 

CANTEEN  WORKER  I  07 

CANTEEN  WORKER  II  09 

CENTREX  SUPERVISOR  11 

CHAUFFEUR  08 

CHIEF  GUARD  11 

CHIEF  MAINTENANCE  MECHANIC  19 

CIVIL  DEFENSE  COMMUNICATIONS  OFFICER  17 

CLERK  TALLYMAN  08 

COMMUNICATION  DISPATCHER  I  10 

COMMUNICATION  DISPATCHER  II  12 

CONTRACT  MAINTENANCE  ARMORER  14 

COOK  I  10 

COOK  II  12 

COOK  III  14 

COORDINATOR  OF  EQUIPMENT  &  SUPPLIES,  CD  17 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 


TITLE 
NAME 

DENTAL  ASSISTANT 

DENTAL  HYGIENIST  I 

DENTAL  HYGIENIST  II 

DENTAL  TECHNICIAN  I 

DENTAL  TECHNICIAN  II 

DESIGN  ILLUSTRATOR 

DIETICIAN  I 

DIETICIAN  II 

DINING  ROOM  ATTENDANT 

DIRECTOR  OF  FOOD  SERVICES,  SOLDIERS'  HOME  CHELSEA 

DORMITORY  ATTENDANT 

DRAFTSMAN 

DREDGING  INSPECTOR 

ELECTRONICS  TECHNICIAN  I  (HOSPITALS  &  CLINICS  ONLY) 

ELECTRONICS  TECHNICIAN  II  (HOSPITALS  &  CLINICS  ONLY) 

ELEVATOR  INSPECTOR  I 

ELEVATOR  INSPECTOR  II 

ELEVATOR  OPERATOR  EXAMINER 

ELEVATOR  OPERATOR  I 

ELEVATOR  OPERATOR  II 

ELEVATOR  STARTER 

ENVIRONMENTAL  HEALTH  TECHNICIAN 

EXAMINER  OF  PLUMBING  SERVICE  PLANS 

EXPLOSIVES  TECHNICIAN  I 

EXPLOSIVES  TECHNICIAN  II 

FABRIC  WORKER 

FABRIC  WORKER  II 

FACILITY  SERVICE  WORKER  I 

FACILITY  SERVICE  WORKER  II 

FACILITY  SERVICE  WORKER  III 

FACILITY  SERVICE  WORKER  IV 

FARM  WORKER  I 

FARM  WORKER  II 

FARMER  I 

FARMER  II 

FIREARMS  SPECIALIST 

FIRST  AID  ROOM  ATTENDANT 

FISH  CULTURIST  ASSISTANT 

FISHERIES  PRODUCTS  MARKETING  AND 

UTILIZATION  SPECIALIST  II 
FLOOR  COVERING  INSTALLER  &  REPAIRER  I 
FLOOR  COVERING  INSTALLER  &  REPAIRER  II 
FLORIST 

FOOD  AND  DRUG  INSPECTOR  I 
FOOD  AND  DRUG  INSPECTOR  II 
FOOD  AND  DRUG  INSPECTOR  III 


TITLE 


CODE 

09 

12 

14 

12 

13 

16 

13 

17 

08 

18 

09 

13 

12 

13 

16 

18 

20 

16 

06 

08 

06 

10 

16 

16 

18 

06 

08 

05 

06 

08 

11 

08 

09 

12 

13 

17 

07 

11 

16 

10 

12 

11 

16 

18 

20 

(122) 


APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 

TITLE  TITLE 

NAME  CODE 

FOOD  DISTRIBUTION  SUPERVISOR  14 

FOREMAN  OF  CAMBRIDGE  INDUSTRIES  FOR  THE  BLIND  16 

FOREST  AND  PARK  REGIONAL  COORDINATOR  2  0 

FOREST  AND  PARK  SUPERVISOR  I  14 

FOREST  AND  PARK  SUPERVISOR  II  16 

FOREST  AND  PARK  SUPERVISOR  III  18 

GOLF  COURSE  SERVICES  COORDINATOR  09 

GOLF  STARTER  05 

GRADUATE  PRACTICAL  NURSE  11 

GRAPHIC  ARTS  TECHNICIAN  I  14 

GRAPHIC  ARTS  TECHNICIAN  II  16 

GREENSKEEPER  I  09 

GREENSKEEPER  II  10 

GREENSKEEPER  III  12 

GROUNDSKEEPER  I  08 

GROUNDS KEEPER  II  10 

HEATING,  VENTILATION,  AIR  CONDITIONING  AND  13 

REFRIGERATION  MECHANIC 

HIGHWAY  MAINTENANCE  FOREMAN  I  13 

HIGHWAY  MAINTENANCE  FOREMAN  III  17 

HIGHWAY  MAINTENANCE  FOREMAN  IV  19 

HISTORIC  SITE  ATTENDANT  07 

HOMEMAKER  06 

HORTICULTURIST  14 

HOSPITAL  TECHNICIAN  13 

INDUSTRIAL  SAFETY  AND  HEALTH  INSPECTOR  I  17 

INDUSTRIAL  SAFETY  AND  HEALTH  INSPECTOR  II  21 

INDUSTRIAL  SHOP  SUPERVISOR  OF  THE  BLIND  12 

INSECT  PEST  CONTROL  SPECIALIST  I  12 

INSECT  PEST  CONTROL  SPECIALIST  II  14 

INSPECTOR  OF  AGRICULTURAL  AND  FARM  PROCDUCTS  I  13 

INSPECTOR  OF  AGRICULTURAL  AND  FARM  PROCDUCTS  II  15 

INSPECTOR  OF  AGRICULTURAL  AND  FARM  PROCDUCTS  III  16 

INSPECTOR  OF  BEDDING  AND  UPHOLSTERING  I  14 

INSPECTOR  OF  BEDDING  AND  UPHOLSTERING  II  16 
INSPECTOR  OF  GREENHOUSES  AND  HORTICULTURAL  PRODUCTS  I  09 
INSPECTOR  OF  GREENHOUSES  AND  HORTICULTURAL  PRODUCTS  II  13 
INSPECTOR  OF  GREENHOUSES  AND  HORTICULTURAL  PRODUCTS  III   15 

INSPECTOR  OF  HAZARDOUS  SUBSTANCES  AND  PESTICIDES  I  16 

INSPECTOR  OF  HAZARDOUS  SUBSTANCES  AND  PESTICIDES  II  18 

INSPECTOR  OF  HAZARDOUS  SUBSTANCES  AND  PESTICIDES  III  2  0 

INSPECTOR  OF  RIDING  ACADEMIES  16 

INSPECTOR  OF  ROAD  BUILDING  MATERIALS  14 

INSPECTOR  OF  STANDARDS  I  15 

INSPECTOR  OF  STANDARDS  II  17 

INSTITUTION  FIREFIGHTER  I  13 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 


TITLE 
NAME 

INSTITUTION  FIREFIGHTER  II 

INSTITUTION  MAINTENANCE  FORMAN 

INSTITUTION  SECURITY  OFFICER  I 

INSTITUTION  SECURITY  OFFICER  II 

INSTITUTION  SECURITY  OFFICER  III 

INSTITUTION  SECURITY  OFFICER  IV 

INSTITUTIONAL  SECURITY  AND  MAINTENANCE  SUPERVISOR 

INSTRUMENT  TECHNICIAN 

INVESTIGATOR  OF  BARBERS 

INVESTIGATOR  OF  CABLE  TELEVISION 

INVESTIGATOR  OF  ELECTRICIANS 

INVESTIGATOR  OF  HAIRDRESSERS 

INVESTIGATOR  OF  PLUMBERS 

INVESTIGATOR  OF  RADIO  AND  TV  TECHNICIANS 

JANITOR  I 

JANITOR  II 

JANITOR  III 

JANITOR  IV 

JUVENILE  SUPERVISOR 

LABORATORY  ASSISTANT 

LABORER  I 

LABORER  II 

LAUNDERER  I 

LAUNDERER  II 

LAUNDERER  III 

LAUNDEREE  IV 

LIBRARY  ASSISTANT 

LIBRARY  PAGE 

LICENSED  PRACTICAL  NURSE  I 

LICENSED  PRACTICAL  NURSE  II 

LIFEGUARD  I 

LIFEGUARD  II 

LOCKS  &  DRAWBRIDGES  FACILITY  SUPERVISOR 

MASTER,  FISHERIES  RESEARCH  VESSEL 

MATE,  FISHERIES  RESEARCH  VESSEL 

MEAT  CUTTER 

MEDICAL  ILLUSTRATOR 

MENTAL  HEALTH  WORKER  I 

MENTAL  HEALTH  WORKER  II 

MENTAL  HEALTH  WORKER  III 

MENTAL  HEALTH  WORKER  IV 

MENTAL  RETARDATION  WORKER  I 

MENTAL  RETARDATION  WORKER  II 

MENTAL  RETARDATION  WORKER  III 

MENTAL  RETARDATION  WORKER  IV 


TITLE 

CODE 

16 

17 

08 

09 

12 

15 

16 

12 

12 

16 

17 

12 

17 

14 

06 

08 

10 

12 

09 

07 

09 

10 

07 

10 

11 

13 

10 

06 

15 

16 

08 

09 

16 

17 

15 

09 

17 

09 

11 

13 

15 

09 

11 

13 

15 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 


TITLE 
NAME 


TITLE 
CODE 


METER  REPAIRER  I 

METER  REPAIRER  II 

MICRO PHOTOGRAPHER  I 

MICRO PHOTOGRAPHER  II 

MILITARY  ARCHIVIST 

MORGUE  ATTENDANT  I 

MORGUE  ATTENDANT  II 

MOTOR  EQUIPMENT  MECHANIC  I 

MOTOR  EQUIPMENT  MECHANIC  II 

MOTOR  EQUIPMENT  MECHANIC  III 

MOTOR  EQUIPMENT  MECHANIC  IV 

MOTOR  TRUCK  DRIVER 

MOTOR  VEHICLE  DISPATCHER 

MUSIC  THERAPIST  I 

MUSIC  THERAPIST  II 

NURSING  ASSISTANT  I 

NURSING  ASSISTANT  II 

NURSING  ASSISTANT  III 

NURSING  ASSISTANT  IV 

OCCUPATIONAL  THERAPIST  AIDE 

OCCUPATIONAL  THERAPIST  ASSISTANT 

PARK  FOREMAN  I 

PARK  FOREMAN  II 

PARK  INTERPRETER 

PATROL  BOAT  OPERATOR 

PHOTO  TECHNICIAN  I 

PHOTO  TECHNICIAN  II 

PHOTO  COPYING  MACHINE  OPERATOR  I 

PHOTO  COPYING  MACHINE  OPERATOR  II 

PHOTOGRAPHER  I 

PHOTOGRAPHER  II 

PHOTOGRAPHER  III 

PHYSICAL  THERAPIST  AIDE 

PHYSICAL  THERAPIST  ASSISTANT 

RACING  INSPECTOR  I 

RACING  INSPECTOR  II 

RADIATION  CONTROL  INSPECTOR 

RADIO  MAINTENANCE  TECHNICIAN  I 

RADIO  MAINTENANCE  TECHNICIAN  II 

RANGE  OFFICER 

RECREATION  FACILITIES  REPAIRER 

RECREATION  FACILITIES  SUPERVISOR  I 

RECREATION  FACILITIES  SUPERVISOR  II 

RECREATION  FACILITIES  SUPERVISOR  III 

RECREATION  FACILITIES  SUPERVISOR  IV 


11 
12 
12 
14 
17 
11 
13 
13 
14 
15 
16 
10 
07 
15 
16 
09 
11 
13 
15 
10 
11 
14 
17 
09 
13 
11 
13 
10 
12 
13 
15 
16 
10 
11 
15 
17 
15 
15 
17 
12 
-12 
12 
14 
16 
20 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 


TITLE 
NAME 

RECREATION  LEADER 

RECREATIONAL  SERVICES  SUPERVISOR 

RECREATIONAL  THERAPIST  I 

RECREATIONAL  THERAPIST  II 

RECREATIONAL  THERAPIST  III 

RENAL  DIALYSIS  TECHNICIAN  I 

RENAL  DIALYSIS  TECHNICIAN  II 

REPRODUCTION  SERVICES  SUPERVISOR 

RESPIRATORY  TECHNICIAN 

ROADSIDE  MARKETING  SPECIALIST 

SAWMILL  WORKING  FOREMAN 

SENIOR  APPRENTICE  TRAINING  FIELD  REPRESENTATIVE 

SENIOR  COMMUNITY  ACTION  TECHNICIAN 

SEWAGE  TREATMENT  WORKER 

SHOEMAKER 

SIGNAL  MAINTENANCE  WORKING  FOREMAN 

SKATING  RINK  GUARD  I 

SKATING  RINK  GUARD  II 

SPECIAL  SERVICE  ASSISTANT 

SPEECH  THERAPIST  ASSISTANT 

STABLE  ATTENDANT  I 

STABLE  ATTENDANT  II 

STATE  FIREFIGHTER  I 

STATE  FIREFIGHTER  II 

STATE  FIREFIGHTER  III 

STATE  POLICE  DISPATCHER  I 

STATE  POLICE  DISPATCHER  II 

STEAM  FIREARM  JANITOR  I 

STEAM  FIREARM  JANITOR  II 

STOREKEEPER  I 

STOREKEEPR  II 

STOREKEEPER  III 

STOREKEEPER  IV 

STUDENT  ASSISTANT  TO  THE  EXECUTIVE  OF 

EDUCATIONAL  TELEVISION 
SUPERVISOR  OF  CAFETERIA,  D.Y.S. 
SUPERVISOR  OF  MOTOR  POOL,  CD. 
SUPERVISOR  OF  MOTOR  POOL,  P.W.D. 

SUPERVISOR  OF  THE  GOVERNMENT  CENTER  PARKING  FACILITIES 
TALKING  BOOK  TECHNICIAN 
TELEPHONE  OPERATOR  I 
TELO PHONE  OPERATOR  II 

THOROUGHBRED  BREEDING  PROGRAM  COORDINATOR 
TRACTOR  DRIVER 

TRADE  INSTRUCTOR  FOR  THE  BLIND 
TRADES  WORKER 


TITLE 


CODE 

09 

17 

11 

12 

14 

15 

17 

17 

11 

16 

17 

19 

18 

13 

09 

16 

09 

10 

10 

14 

08 

10 

13 

15 

18 

13 

13 

12 

13 

07 

11 

13 

15 

08 

15 

16 

16 

17 

10 

07 

10 

13 

12 

10 

10 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  2 


TITLE 
NAME 

TRAFFIC  CONTROL  EQUIPMENT  SUPERVISOR  I 

TRAFFIC  CONTROL  EQUIPMENT  SUPERVISOR  II 

TRAFFIC  SECTION  FOREMAN  I 

TRAFFIC  SECTION  FOREMAN  II 

TRAFFIC  SUPERVISOR 

TRANSPORTATION  OFFICER,  D.Y.S. 

TREE  CLIMBER 

TREE  SURGEON 

TUNNEL  INSPECTOR  I 

TUNNEL  INSPECTOR  II 

TYPEWRITER  REPAIRMAN 

UNIT  CLOTHING  MANAGER 

UTILITY  PLANT  OPERATOR 

VALVE  MAINTENANCE  FOREMAN 

VISITOR  SERVICES  SUPERVISOR 

VOLUNTEER  SERVICES  COORDINATOR  I 

VOLUNTEER  SERVICES  COORDINATOR  II 

WARD  AID 

WARD  WORKER,  SOLDIERS  HOME  IN  HOLYOKE 

WASTEWATER  TREATMENT  PLANT  OPERATOR  II 

WASTEWATER  TREATMENT  PLANT  OPERATOR  III 

WASTEWATER  TREATMENT  PLANT  OPERATOR  IV 

WATER  STORAGE  SYSTEM  FOREMAN  I 

WATER  STORAGE  SYSTEM  FOREMAN  II 

WATER  STORAGE  SYSTEM  FOREMAN  III 

WILDLIFE  AREA  SUPERVISOR 

WILDLIFE  TECHNICIAN  II 

X-RAY  TECHNICIAN  I 

X-RAY  TECHNICIAN  II 

X-RAT  TECHNICIAN  III 

YOUTH  SERVICES  CASEWORKER  I 

YOUTH  SERVICES  CASEWORKER  II 

YOUTH  SERVICES  GROUP  WORKER  I 

YOUTH  SERVICES  GROUP  WORKER  II 

YOUTH  SERVICES  GROUP  WORKER  III 

ZOO  ATTENDANT  I 

ZOO  ATTENDANT  II 

ZOOKEEPER  I 

ZOOKEEPER  II 


TITLE 

CODE 

16 

18 

14 

17 

10 

15 

11 

14 

16 

18 

10 

06 

17 

13 

15 

11 

15 

06 

13 

11 

12 

14 

11 

13 

16 

14 

11 

13 

14 

17 

15 

16 

12 

14 

16 

09 

11 

13 

17 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  8 

TITLE 
NAME 

ADJUDICATOR  OF  ACCOUNTS,  VETERANS'  SERVICES 

AGENT  FOR  STATE  INDUSTRIES  I 

AGENT  FOR  STATE  INDUSTRIES  II 

ALCOHOLISM  COORDINATOR 

ASSISTANT  COORDINATOR  OF  DAY  CCARE  SERVICES 

ASSISTANT  COORDINATOR  OF  FOSTER  CARE  SERVICES 

CASE  REVIEWER 

CHAPLAN 

CHIEF  VOCATIONAL  DISABILITY  EXAMINER 

CHILD  CARE  LICENSING  SPECIALIST  I 

CHILD  CARE  LICENSING  SPECIALIST  II 

CHILD  SUPPORT  COORDINATOR 

CHILD  SUPPORT  ENFORCEMENT  WORKER  I 

CHILD  SUPPORT  ENFORCEMENT  WORKER  II 

CHILD  WELFARE  SPECIALIST 

CLINICAL  SOCIAL  WORKER  I 

CLINICAL  SOCIAL  WORKER  II 

CLINICAL  SOCIAL  WORKER  III 

COMMUNITY  COORDINATOR,  EXECUTIVE  OFFICE  OF 

ELDER  AFFAIRS 
COMMUNITY  ORGANIZATION  SPECIALIST 
COMMUNITY  REPRESENTATIVE 
COMMUNITY  RESOURCE  DEVELOPER 
COMMUNITY  WORK  AND  TRAINING  COORDINATOR 
CONTRACT  SPECIALIST 
COORDINATOR  OF  DAY  CARE  SERVICES 
COORDINATOR  OF  FOSTER  CARE  SERVICES 
COORDINATOR  OF  SERVICES  FOR  THE  HEARING  IMPAIRED 
CORRECTION  COUNSELOR  I 
CORRECTION  COUNSELOR  II 
CORRECTION  COUNSELOR  III 
COUNSELOR  WITH  THE  BLIND  I 
COUNSELOR  WITH  THE  BLIND  II 
COUNSELOR  WITH  THE  BLIND  III 
COUNSELOR  WITH  THE  BLIND  IV 
DETACHED  WORKER,  DYS 
DIRECTOR  OF  COMMUNITY  DEVELOPMENT  AND  INTER  AGENCY 

RELTIONS,  MASS.  REHABILITATION  COMMISSION 
EMPLOYMENT  SERVICES  COORDINATOR 
FINANCIAL  ASSISTANCE  SOCIAL  WORKER  I 
FINANCIAL  ASSISTANCE  SOCIAL  WORKER  II 
FINANCIAL  ASSISTANCE  SOCIAL  WORKER  III 
FINANCIAL  ASSISTANCE  SOCIAL  WORKER  IV 
FINANCIAL  ASSISTANCE  SOCIAL  WORKER  V 
FINANCIAL  ASSISTANCE  TECHNICIAN 
FOOD  DISTRIBUTION  PROGRAM  SPECIALIST 
FOOD  PROGRAMS  COORDINATOR 


TITLE 

CODE 

13 

13 

18 

20 

18 

18 

20 

18 

21 

18 

21 

21 

17 

20 

18 

20 

22 

23 

19 

18 

18 

17 

17 

14 

21 

21 

19 

17 

18 

20 

15 

17 

19 

21 

14 

20 

17 

15 

16 

17 

19 

20 

12 

16 

19 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  8 

TITLE  TITLE 

NAME 

FOOD  STAMP  ANALYST 

HEALTH  EDUCATION  COORDINATOR 

HOME  TEACHER  OF  THE  BLIND 

HUMAN  SERVICE  PROGRAM  PLANNER  I 

INTERPRETER  FOR  THE  DEAF  AND  HARD  OF  HEARING  I 

INTERPRETER  FOR  THE  DEAF  AND  HARD  OF  HEARING  II 

INTERPRETER  FOR  THE  DEAF  AND  HARD  OF  HEARING  III 

JUNIOR  PAROLE  OFFICE 

MEDICAL  ASSISTANCE  PROGRAM  ADVISOR 

MENTAL  HEALTH  CASE  MANAGER  I 

MENTAL  HEALTH  CASE  MANAGER  II 

MENTAL  HEALTH  CASE  MANAGER  III 

MENTAL  HEALTH  COORDINATOR  I 

MENTAL  HEALTH  COORDINATOR  II 

MENTAL  HEALTH  COORDINATOR  III 

PARDON  SUPERVISOR,  PAROLE  BOARD 

PROGRAM  DEVELOPMENT  SPECIALIST 

PUBLIC  ASSISTANCE  TRAINING  SPECIALIST,  DPW 

QUALIFIED  MENTAL  RETARDATION  PROFESSIONAL  I 

QUALIFIED  MENTAL  RETARDATION  PROFESSIONAL  II 

QUALITY  AASSURANCE  SPECIALIST 

QUALITY  CONTROL  SPECIALIST  I 

QUALITY  CONTROL  SPECIALIST  II 

REGIONAL  PROJECT  DIRECTOR,  EXECUTIVE  OFFICE  OF 

ELDER  AFFAIRS 
REGIONAL  REHABILITATION  COORDINATOR 
SCHOOL  LUNCH  PROGRAM  SPECIALIST 
SENIOR  CONTRACT  SPECIALIST 
SENIOR  VOCATIONAL  DISABILITY  EXAMINER 
SERVICE  COORDINATOR  I 
SERVICE  COORDINATOR  II 
SOCIAL  SERVICES  SPECIALIST 
SOCIAL  WORK  TECHNICIAN 
SOCIAL  WORKER  (EDUC) 
SOCIAL  WORKER  I 
SOCIAL  WORKER  II 
SOCIAL  WORKER  III 
SOCIAL  WORKER  IV 
SOCIAL  WORKER  V 
SPECIAL  INVESTIGATOR  I 
SPECIAL  INVESTIGATOR  II 
SPECIAL  SERVICE  WORKER 
SUPERVISOR  OF  FAMILY  PLANNING 
SUPERVISOR  OF  MEDICAL  SOCIAL  WORK 

SUPERVISOR  OF  VETERANS'  SERVICES,  REHABILITATION 
TRAINING  PROGRAM  COORDINATOR 
VISION  AND  HEARING  PROGRAM  COORDINATOR 
VOCATIONAL  DISABILITY  EXAMINER 


CODE 

12 

16 

18 

16 

17 

19 

21 

16 

17 

16 

18 

20 

15 

18 

21 

19 

20 

17 

18 

20 

19 

18 

20 

19 

19 

11 

17 

19 

18 

20 

19 

12 

12 

15 

16 

18 

21 

22 

20 

.22 

12 

19 

19 

14 

17 

16 

17 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  8 


TITLE 
NAME 


TITLE 
CODE 


VOCATIONAL  REHABILITATION  COUNSELOR  I 
VOCATIONAL  REHABILITATION  COUNSELOR  II 
VOCATIONAL  REHABILITATION  COUNSELOR  III 
VOCATIONAL  REHABILITATION  COUNSELOR  IV 
VOLUNTEER  SERVICES  COORDINATOR 
YOUTH  SERVICES  FACILITY  SUPERVISOR  I 
YOUTH  SERVICES  PROGRAM  SPECIALIST  I 
YOUTH  SERVICES  PROGRAM  SPECIALIST  II 


15 
17 
19 
21 
15 
17 
18 
19 
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APPENDIX  B 

LISTING  OF  ACTIVE  TITLES 

BY  BARGAINING  UNIT  10 


TITLE 
NAME 

ASSISTANT  SUPERVISOR  IN  EDUCATION 

DAY  CARE  SERVICES  SPECIALIST  I 

DAY  CARE  SERVICES  SPECIALIST  II 

EDUCATIONAL  COUNSELOR 

EDUCATIONAL  SPECIALIST  I 

EDUCATIONAL  SPECIALIST  II 

EDUCATIONAL  SPECIALIST  III 

EDUCATIONAL  SPECIALIST  IV 

HABILITATION  COORDINATION  I 

HABILITATION  COORDINATION  II 

HABILITATION  COORDINATION  III 

INSPECTOR  OF  DAY  CARE  FACILITIES 

INSTITUTIONAL  SCHOOL  TEACHER 

INSTITUTIONAL  SCHOOL  TEACHER/ INTERNE/ 

INSTRUCTIONAL  MEDIA  SPECIALIST 

INSTRUCTIONAL  PROGRAM  DEVELOPER 

LIBRARIAN  I 

LIBRARIAN  II 

LIBRARY  TECHNICIAN 

ORGANIZING  EXTENSION  INSTRUCTOR 

PROJECT  DIRECTOR,  BOARD  OF  HIGHER  EDUCATION 

RECREATION  AND  PHYSICAL  EDUCATION  INSTRUCTOR 

SCHOOL  PLANT  SPECIALIST 

SPECIAL  EDUCATION  COORDINATOR 

SUPERVISOR  IN  EDUCATION 

SUPERVISOR  OF  EDUCATION,  CORRECTION 

SUPERVISOR  OF  TELEVISION  AND  AUDIO-VISUAL  SYSTEMS 

SUPERVISOR  OF  TRAINING  AND  EDUCATION,  DYS 

SUPERVISOR  OF  VOCATIONAL  EDUCATION  ADMINISTRATION 

TEACHER  AIDE 

VOCATIONAL  INSTRUCTOR  I 

VOCATIONAL  INSTRUCTOR  II 

HEAD  TEACHER  OF  INSTITUTION  SCHOOL 

PRINCIPAL  OF  INSTITUTION  SCHOOL 


TITLE 


CODE 

16 

15 

16 

11 

17 

19 

21 

23 

16 

18 

20 

17 

14 

08 

18 

18 

16 

18 

14 

16 

19 

14 

18 

17 

17 

20 

16 

16 

14 

12 

10 

12 
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APPENDIX  C 

LIST  OF  TITLES  EXCLUDED  FROM  PROMOTION 

PROVISIONS  OF  ARTICLE  14 

Department  of  Education 

Unit  10 

15-992   Head  Teacher  of  Institution  Schools 

17-044   Principal,  Institution  Schools 

20-939   Educational  Specialist  III 

22-831    Educational  Specialist  IV 

Massachusetts  Rehabilitation  Commission 

Unit  8 

2  0-948    Vocational  Rehab.  Counselor  IV 

20-947    Chief  Vocational  Disability  Examiner 

Department  of  Public  Welfare 

Unit  8 

18-007   Assistant  Coordinator  of  Day  Care  Services 

20-971   Child  Support  Coordinator 

18-014    Social  Worker  III 

(Child  Welfare  Community  Service  Specialist) 

18-008  Child  Welfare  Training  Supervisor 

17-025  Community  Work  and  Training  Coordinator 

19-897  Coordinator  of  Day  Care  Service 

19-898  Coordinator  of  Homemaker  Services 

2  0-94  3  Food  Programs  Coordinator 

18-012   Financial  Assistance  Worker  IV 

(Public  Assistance  Deputy  Administrator) 

19-902    Public  Welfare  District  Supervisor 

17-032   Senior  Contract  Specialist 
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18-010    Food  Distribution  Program  Specialist 

19-907   Supervisor  of  Family  Planning 

18-015   Supervisor  of  Licensing  Incorp.  Children's 

Foster  Care  Agencies 
18-009    Supervisor  of  Medical  Social  Work 
Department  of  Correction 
Unit  10 

17-044    Principal,  Institution  School 
18-011    Social  Worker  V 
20-940   Supervisor  of  Education,  Correction 
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APPENDIX  D 
NON-SELECTION  FORM 


NAME 


CURRENT  POSITION  J.G. 


ADDRESS 


TITLE 


POSITION  SOUGHT  J.G 


SOCIAL  SECURITY  NUMBER 


We  regret  to  inform  you  that  another  applicant  has  been 
selected  for  the  position  you  sought.   That  applicant  has  been 
selected  because  he/she  has  been  deemed  to  be  more  qualified  than 
you  by  virtue  of  one  or  more  of  the  following  reasons: 

(  )    1.  Ability  to  do  the  job 

(  )  Performance  evaluation   (  )  Interview. 


2.  Licenses/Registrations 

3 .  Work  History 

4 .  Experience  in  related  work 

5.  Education  and  training  directly  related  to  the  duties 
of  the  vacant  position 

6.  Seniority 

7.  Applicant  from  within  the  work  unit  selected 

8.  Other  (Explain) 


Comments : 


This  notice  is  for  the  purpose  of  meeting  the  notice 
requirements  of  Article  14,  Section  2E.   It  does  not  preclude 
either  party  from  raising  other  issues  under  the  provisions  of 
Article  23A  of  the  Agreement. 


BY: 


SUPERVISOR 
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SUPPLEMENTAL  AGREEMENT  A 

covering 

BARGAINING  UNITS  2,  8  and  10 

Whereas,  the  parties  to  the  above  collective  bargaining 
Agreement  seek  to  clarify  the  understanding  reached  during 
negotiations  regarding  ARTICLE  14  and  ARTICLE  18,  it  is  agreed 
as  follows: 

The  provisions  contained  in  ARTICLE  14  and  ARTICLE  18  shall 
not  be  construed  to  impede  the  implementation  of  affirmative 
action  programs  developed  by  departments/agencies  in  accordance 
with  the  goals  set  forth  in  ARTICLE  6. 
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SUPPLEMENTAL  AGREEMENT  B 

covering 

BARGAINING  UNIT  2,  8  and  10 

concerning 

VOLUNTARY/ INVOLUNTARY  OVERTIME 

1.  It  is  the  interest  of  the  parties  to  this  Agreement  to 
limit  the  overutilization  of  employees  by  means  of  involuntary 
overtime. 

2.  Therefore,  prior  to  the  implementation  of  involuntary 
overtime,  the  Employer  shall  utilize  all  reasonable  avenues  of 
seeking  voluntary  overtime  by  utilization  of  the  primary 
overtime  list  (this  list  shall  consist  of  employees  who  normally 
perform  the  duties  required  for  overtime) . 

3.  In  the  event  that  insufficient  volunteers  are  obtained 
from  the  primary  list,  the  Employer  shall  maintain  and  utilize  a 
secondary  list  of  approved  volunteers  made  up  of  employees  who 
work  at  the  facility  who  have  had  previous  experience  in  work 
related  to  the  overtime  needed. 

4.  Employees  who  wish  to  be  included  on  the  secondary  list 
shall  submit  their  names  to  the  designee  of  the  Appointing 
Authority.   The  volunteers  will  be  reviewed  for  their 
appropriateness  to  perform  the  overtime  duties  needed. 
Additional  training  may  be  required  prior  to  performing  certain 
functions  on  an  overtime  basis.   Such  training  as  may  be 
required  will  be  offered  to  the  volunteers. 
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5.  In  the  event  that  there  are  insufficient  volunteers 
obtained  from  within  the  facility,  the  Administration  and  the 
Union  Representatives  at  each  location  shall  meet  to  work  out  a 
procedure  which  offers  relief  of  the  situation. 

Such  procedures  if  negotiated  shall  insure  that  employees 
shall  remain  at  their  assignment  until  properly  relieved. 

Compensation  for  the  overtime  volunteer  shall  commence  when 
the  overtime  volunteer  arrives  at  his/her  assignment  and  the 
employee  on  duty  is  properly  relieved. 

6.  Once  an  individual  has  been  authorized  by  the 
Appointing  Authority's  designee  for  inclusion  on  the  secondary 
overtime  list,  their  name  will  be  submitted  to  the  appropriate 
person  in  charge  of  implementation. 

7.  For  the  purpose  of  establishing  the  aforementioned 
lists,  the  Union  and  administration  at  each  facility/work  area 
shall  meet  to  work  out  procedures  for  establishing  and 
implementing  each  list. 

8.  The  secondary  overtime  pool  will  only  be  used  when 
insufficient  volunteers  can  be  obtained  from  the  primary  list.. 

9.  The  Union  shall  have  the  right  to  periodically  review 
all  lists  to  ensure  proper  utilization. 

10.  This  procedure  shall  be  in  effect  for  Direct  Care 
employees  in  the  Department  of  Mental  Health  and  the  Department 
of  Mental  Retardation. 
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Management  further  agrees  that  a  Joint  Committee  from  the 
Departments  of  Youth  Services,  Public  Health  and  Corrections 
shall  meet  to  explore  the  probability  of  expanding  this 
procedure  into  the  respective  departments. 

Said  meetings  shall  commence  immediately  and  shall  be 
completed  within  forty  five  (45)  days. 

11.   This  procedure  shall  only  be  subject  to  the  grievance 
procedure  to  and  including  Step  #3. 
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SUPPLEMENTAL  AGREEMENT  C 
covering 
BARGAINING  UNIT  2 
Whereas,  the  parties  wish  to  clarify  the  following  item  in 
regard  to  ARTICLE  14,  Section  1,  first  paragraph  second 
sentence,  as  it  relates  to  Civil  Service  positions  as  follows: 

It  is  not  the  intent  of  the  Employer  to  exempt  positions 
from  this  Article  as  "those  reasonably  anticipated  to  be  for 
less  than  one  year  ..."  for  all  Civil  Service  vacancies 
anticipated  to  be  filled  until  it  can  be  shown  that  a  certified 
list  is  imminent. 
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SUPPLEMENTAL  AGREEMENT  D 
covering 
BARGAINING  UNIT  2 
in  the 
CENTRAL  LAUNDRY  (DMH) 
This  supplemental  agreement  applies  to  those  employees 
employed  by  the  Central  Laundry  (DMH)  and  shall  confer  upon  such 
employees  the  right  to  apply,  and  be  considered  for  promotions 
in  the  institution  to  which  they  are  assigned  as  such  procedures 
are  outlined  in  Article  14. 

Such  applicants  shall  be  considered  subsequent  to  the 
application  of  internal  (within  the  jurisdiction  of  the 
Appointing  Authority)  applicants. 
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SUPPLEMENTAL  AGREEMENT  E 

covering 

BARGAINING  UNIT  2 

in  the 

METROPOLITAN  DISTRICT  COMMISSION 

I.  MDC  "Crossing  Guards"  shall  be  entitled  to  receive  Vacation, 
Sick  Leave  and  Paid  Personal  Leave  benefits  as  follows: 

A.  Vacation,  Sick  Leave  and  Paid  Personal  Leave  shall  be 
determined  by  taking  10/12  of  the  entitlement  as 
contained  in  this  Agreement  based  on  a  four  hour  day. 

B.  To  qualify  for  the  above  benefits,  Crossing  Guards  must 
be  employed  at  the  start  of  the  school  year  and 
continue  to  be  employed  at  the  end  of  the  school  year. 
Each  guard's  school  year  will  be  governed  by  the  school 
to  which  she/he  is  assigned. 

C.  Vacation  and  Sick  Leave  benefits  will  not  be  retarded 
due  to  school  closing  periods  in  December,  February  and 
April . 

D.  Vacations  must  be  taken  during  the  school  closing 
periods  of  December,  February  and/or  April  or  be  paid 
out  at  the  end  of  the  school  year. 

II.  Assignment  Bidding 

A.    Skating  Rinks,  Swimming  Pools,  Golf  Courses 

Recreation  facility  managers  at  the  above  named 
facilities  may  request  assignment  at  a  particular  facililty 
prior  to  its  seasonal  openings.   The  Appointing  Authority  or 
his/her  designee  shall  review  such  request  in  the  order  of 
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seniority  and  attempt  to  accommodate  the  employee's  request.   In 
the  event  the  request  is  not  granted,  the  Employer  shall  give 
the  reason  or  reasons  for  such  denial  in  writing  to  the 
employee.   However,  the  final  determination  of  the  assignment 
shall  be  at  the  sole  discretion  of  the  Appointing  Authority  or 
his  designee  provided  such  determination  is  not  arbitrary. 

Grievances  under  this  section  may  be  processed  through 
Step  III  of  the  grievance  procedure  contained  in  Article  2  3A. 
B.   M.D.C.  Crossing;  Guards 

Vacancies  in  the  position  of  School  Crossing  Guard 
shall  be  posted  in  each  district  prior  to  the  start  of  the 
school  year.   Copies  of  all  postings  shall  be  sent  to  the 
Chairman  of  the  Alliance. 

Each  Metropolitan  District  Commission  School  Crossing 
Guard  may  request  assignment  to  a  specific  school  crossing  prior 
to  the  beginning  of  each  school  year.   Each  Guard's  request  must 
be  in  writing,  addressed  to  the  Metropolitan  Police 
Superintendent,  and  received  in  the  Superintendent's  office  on 
or  after  August  1st  but  no  later  than  the  end  of  the  second  week 
in  August.   The  Superintendent  will  respond  one  week  prior  to 
the  school  opening. 

The  Metropolitan  District  Commissioner  or  his/her 
designee  shall  review  such  requests  in  order  of  each 
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Guard's  length  of  service  as  a  M.D.C.  School  Crossing  Guard  and 
shall  attempt  to  accommodate  the  request. 

In  the  event  any  request  is  not  granted  the 
Commissioner  or  his/her  designee  shall  inform  the  Guard  in 
writing  of  the  reason  for  such  denial.   However,  the  final 
determination  of  the  assignment  of  any  Guard  shall  be  at  the 
discretion  of  the  Commissioner  or  his/her  designee  provided  such 
determination  is  not  arbitrary. 

Grievances  under  this  section  may  be  processed  through 
Step  III  of  the  grievance  procedure  contained  in  Article  23A. 
Ill .   Overtime 

A.  Posting 

A  list  of  all  Unit  2  employees  in  each  location  who  are 
eligible  for  overtime  work  shall  be  posted  in  a  conspicuous 
place  at  that  work  location  and  kept  up  to  date  by  the  MDC.   For 
the  purpose  of  a  regular  rotation  of  overtime  opportunities  but 
for  such  purpose  only,  overtime  work  refused  shall  be  considered 
as  overtime  actually  worked. 

B.  Snow  Plowing 

Snow  plowing  overtime  work  in  the  MDC  Parks  Division 
will  be  offered  to  non-Parks  Division,  MDC  Unit  2  employees 
before  it  is  offered  to  any  employee  outside  Unit  2,  but  after 
it  is  offered  to  Parks  Division,  MDC  Unit  2  employees  in 
accordance  with  Article  7,  Section  2  Paragraph  H  of  this 
Agreement. 
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Non-Parks  Division,  MDC  Unit  2  employees  who  work 
overtime  under  this  procedure  will  be  compensated  at  the 
appropriate  rate  in  the  title  designated  by  the  Parks  Division 
to  accomplish  the  work. 

Nothing  in  this  section  shall  be  construed  to  limit  in 
any  way  the  right  of  management  to  determine  when  overtime  shall 
be  granted. 

IV.  The  MDC  shall  provide  identification  cards  to  all 
employees.   Such  identification  cards  shall  be  displayed  in 
a  visible  manner  unless  such  display  would  be  impracticable 
due  to  workplace  activity.   Under  such  circumstances  the 
identification  card  shall  be  available  for  display. 

V.  MDC  shall  provide  annually  to  each  employee  his/her  sick 
leave  and  vacation  entitlement. 
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SUPPLEMENTAL  AGREEMENT  E-l 
covering 
BARGAINING  UNIT  2 
in  the 
DEPARTMENT  OF  PUBLIC  WORKS 
and  the 
METROPOLITAN  DISTRICT  COMMISSION 
WHEREAS,  the  Massachusetts  Department  of  Public  Works  and 
Metropolitan  District  Commission  and  the  Alliance,  Local  285  and 
Local  1009  seek  to  clarify  understandings  reached  by  the  parties 
during  negotiations  for  a  successor  agreement  to  the  1986-1989 
Alliance  Agreement  concerning  the  application  and  interpretation 
of  the  provisions  of  Article  20,  as  this  article  applies  to  the 
Massachusetts  Department  of  Public  Works,  it  is  agreed  as 
follows: 

1.  The  Department  of  Public  Works  and  MDC  fully  recognize 
their  responsibility  to  provide  a  safe  and  healthy  work 
environment  for  all  of  their  employees. 

2.  The  Department  of  Public  Works  and  MDC  fully  recognize 
that  certain  of  their  operations  require  the  presence 
of  specific  traffic  control  devices,  and  will  endeavor 
to  ensure  that  appropriate  and  functional  devices  are 
employed  in  the  course  of  such  operations. 

3.  The  Department  of  Public  Works  and  MDC  fully  recognize 

- 

the  importance  of  adequate  safety  training  and  shall 
endeavor  not  to  assign  employees  to  operations  or  tasks 
unless  those  employees  are  adequately  oriented  toward 
such  operations  or  tasks. 
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SUPPLEMENTAL  AGREEMENT  F 

covering 

BARGAINING  UNIT  2 

in  the 

DEPARTMENT  OF  PUBLIC  WORKS 

WHEREAS,  the  parties  to  the  above  collective  bargaining 
Agreement  seek  to  provide  a  procedure  to  meet  and  confer 
regarding  the  contracting  for  maintenance  services  within  the 
Department  of  Public  Works. 
Section  1. 

A  special  labor  management  committee  will  be  established  to 
discuss  the  contracting  of  services,  such  as  mowing,  catch  basin 
cleaning  or  repairing  and  highway  sweeping,  and  make 
recommendations  for  the  most  efficient  and  productive 
performance  of  maintenance  by  the  Department  of  Public  Works. 
The  committee  will  consist  of  four  representatives  of  the 
Alliance  and  four  representatives  of  the  Employer,  three  of  whom 
shall  be  from  the  Department  of  Public  Works  and  one  from  the 
Office  of  Employee  Relations. 
Section  2. 

Annually  the  Department  of  Public  Works  will  provide  the 
Alliance  and  its  designated  union  representative  with  the 
proposed  maintenance  contract  schedule  for  the  following  fiscal 
year.   The  special  labor  management  committee  will  meet 
quarterly  to  confer  regarding  the  Department's  maintenance 
contracts.   These  meetings  shall  be  prior  to  the  submission  of 
the  proposed  maintenance  contracts  submitted  by  the  District 
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Engineers  to  the  Department.   The  Department  will  review  the 
recommendations  of  the  special  labor  management  committee  in 
determining  the  schedule  for  maintenance  contracts  issued  by  the 
Department. 
Section  3 . 

The  Department  of  Public  Works  will  place  the  Alliance  on 
the  mailing  list  for  advertised  contracts  so  that  the  Alliance 
can  be  informed  of  maintenance  contracts  which  are  being 
advertised. 
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SUPPLEMENTAL  AGREEMENT  G 

covering 

BARGAINING  UNIT  2 

in  the 

DEPARTMENT  OF  PUBLIC  WORKS 

Section  1. 

The  labor-management  committee  established  pursuant  to 
Article  20,  Section  13  of  this  Agreement  shall  convene  within 
the  Department  of  Public  Works.   In  addition  to  the  objectives 
described  therein,  the  Committee  shall  review  and  make 
recommendations  on  the  departmental  Safety  Manual. 
Section  2. 

There  shall  be,  within  the  Department  of  Public  Works  an  ad 
hoc  committee  comprised  of  an  equal  number  of  management  and 
union  representatives  to  discuss  the  implementation  of  a 
consistent  tool  policy  for  mechanics  within  the  department. 
This  committee  shall  meet  within  sixty  days  of  the  signing  of 
this  Agreement,  and  not  less  than  monthly  thereafter.   The 
results  of  the  committee's  deliberations  shall  be  presented  to_ 
the  Commissioner  for  his  consideration. 
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SUPPLEMENTAL  AGREEMENT  H 
covering 
BARGAINING  UNIT  2 
in  the 
DEPARTMENT  OF  ENVIRONMENTAL  MANAGEMENT 
The  Commonwealth  of  Massachusetts  acting  through  the  Office 
of  Employee  Relations  and  the  Alliance,  AFSCME,  Council  93, 
AFL-CIO  agree  to  the  following  procedures  for  the  implementation 
of  supplemental  agreement  "H"  of  the  collective  bargaining 
agreement. 

1.  As  early  as  possible,  management  will  provide  a 
statement  of  staffing  intentions  at  each  skating  rink 
(identifying  which  positions  will  remain/leave)  for  the 
off-season. 

2.  As  early  as  possible  prior  to  facility  shutdown, 
management  will  provide  a  list  of  opportunities  for  transfer  (as 
defined  in  #3  below) .   The  list  shall  be  compiled  on  a  statewide 
basis.   The  Department  will  make  every  effort  to  provide 
regional  opportunities  within  the  statewide  list.   The  list  wijll 
not  include  positions  indentified  for  recall  of  long-term 
seasonals. 

3.  For  purposes  of  this  agreement,  a  "transfer"  will  be 
considered  to  be  a  move  in  position  to  an  assignment  of  either 
equivalent  grade  or  equivalent  function. 

4.  Transfer  bids  will  be  granted  on  the  basis  of  seniority 
in  the  Department  from  among  those  employees  considered  by  the 
Appointing  Authority  to  be  qualified  to  perform  the  duties  of 
the  position.   Prior  to  a  promotion,  transfer  bids  will  be  first 
considered. 
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5.    Choice  of  shift  and  days  off  among  transfer,  seasonal 
promotion,  and  other  seasonal  employees  will  be  determined  by 
seniority  in  the  Department. 
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SUPPLEMENTAL  AGREEMENT  I 
covering 
BARGAINING  UNIT  2 
WHEREAS,  the  parties  to  the  above  collective  bargaining 
Agreement  seek  to  clarify  the  understanding  reached  during 
negotiations  regarding  the  use  of  a  secondary  wage  rate  within 
the  Departments  of  Public  Works,  Environmental  Management  and 
the  Metropolitan  District  Commission,  and  Division  of  Fisheries 
and  Wildlife  so  called  "blue  sheeting";  and 

WHEREAS,  the  parties  recognize  such  blue  sheeting  is 
required  under  certain  conditions; 

NOW  THEREFORE  the  following  understanding,  has  been  reached: 

1.  The  Employer  agrees  that  "blue  sheeting"  will  be 
utilized  only  where  necessary,  and  not  for  the  purpose  of 
avoiding  the  filling  of  permanent  positions. 

2 .  The  Union  agrees  that  the  Employer  has  the  right  and 
need  to  use  blue  sheeting  where  it  feels  that  to  do  otherwise 
would  adversely  affect  the  operations  of  the  Departments  and  the 
Public  such  as  in  the  case  of  snowstorms  and  other  hazardous 
conditions. 

3.  The  parties  agree  to  establish  a  Labor/Management 
Committee  composed  of  the  Departments,  OER  and  the  Unions  to 
develop  practicable  ways  and  means  to  put  into  effect  the 
understandings  contained  herein. 

4.  The  committee  shall  begin  meeting  within  sixty  (60) 
days  of  the  effective  date  of  the  Agreement.   It  shall  meet 
monthly  and  remain  operative  for  one  (1)  year  after  it  commences 
its  first  meeting. 
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SUPPLEMENTAL  AGREEMENT  J 

covering 

BARGAINING  UNIT  2 

The  terms  of  this  Supplemental  Agreement  shall  be  the 
exclusive  vehicle  for  granting  holiday  and  leave  benefits  for 
seasonal  employees  in  bargaining  unit  2.   The  terms  of  this 
Supplemental  Agreement  supersede  any  other  provisions  of  the 
Agreement  as  they  apply  to  seasonal  employees. 

1A.   Summer  seasonal  employees  are  those  whose  employment 
commences  prior  to  the  second  Sunday  before  Memorial  Day  and 
whose  employment  continues  beyond  the  Saturday  following  Labor 
Day. 

B.    Seasonal  employees,  except  as  limited  above,  shall  be 
those  employees  hired  on  a  seasonal  basis  whose  employment  is 
for  a  period  of  ninety  consecutive  days  or  more. 

2A.   Seasonal  employees  shall  accrue  sick  days  in  the  same 
manner  as  other  employees  except  that  sick  leave  accrued  during 
an  employee's  first  season  of  work  shall  not  be  credited  or  used 
until  the  first  working  day  of  said  person's  second  season  of  .. 
employment. 

B.  Such  employees  shall  accurue  vacation  days  on  a  pro 
rata  basis  which  shall  be  credited  on  the  first  working  day  of 
the  employee's  second  or  subsequent  season  of  employment. 

C.  Such  employees  shall  receive  holiday  benefits  as 
outlined  in  the  contract. 
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D.    Such  employees  shall  accrue  pro-rated  personal  leave 
which  shall  be  credited  on  the  first  working  day  of  the  second 
or  subsequent  season  based  on  work  performed  during  the  previous 
season.   (Based  on  two  hours  leave  for  each  full  calendar  month 
of  service.) 

3.    Persons  whose  summer  seasonal  employment  commences  on 
or  after  the  second  Sunday  before  Memorial  Day  and  terminates 
prior  to  the  Sunday  following  Labor  Day  shall  not  be  covered  by 
the  terms  of  the  collective  bargaining  Agreement. 
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SUPPLEMENTAL  AGREEMENT  K 
TO  ARTICLE  18 
covering 
BARGAINING  UNIT  2 
This  Agreement  shall  be  applicable  to  all  bargaining  Unit  2 
employees  and  those  Unit  10  employees  within  the  Department  of 
Mental  Health  in  the  titles  of  Vocational  Instructor  and  Senior 
Vocational  Instructor. 

1.  Employees  within  the  Department/Agency  1/  shall  be 
laid  off  within  title  in  inverse  order  of  seniority  with 
seniority  meaning  all  service  rendered  within  the 
Department/ Agency.  Any  previous  break  in  employment  and  any 
previous  time  off  the  payroll  in  excess  of  thirty  calendar 
days  shall  be  excluded  from  total  seniority  (excepting 
approved  educational,  maternity/adoptive,  military  and 
industrial  accident  leave.) 

2.  Employees  to  be  laid  off  shall  receive  a  minimum  of 
five  (5)  days  advance  written  notice,  except  the  employees 
on  any  previously  approved  leave  shall  receive  a  minimum  of 
ten  (10)  days  advance  written  notice.  Time  periods  under 
this  Section  shall  commence  where  notices  are  hand-delivered 
or  when  they  are  mailed  by  first  class  mail. 


1/   Except  that  within  the  Department  of  Mental  Health  layoffs 
and  bumping  shall  be  conducted  by  regions;  within  the  Department 
of  Public  Health,  layoffs  and  bumping  shall  be  conducted  by  the 
Appointing  Authority. 
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3.  Within  two  (2)  days  of  notification  of  lay-off,  or 
bumping, an  employee  may  bump  to  a  lower  title  within  the 
bargaining  Unit  for  which  the  employee  is  qualified  if  there 
is  an  employee  in  such  title  with  less  seniority. 

4.  In  the  event  of  any  conflict  between  the  provisions  of 
this  Agreement  and  the  provisions  of  Article  18  of  the  main 
Agreement,  this  Agreement  shall  prevail. 

5.  In  the  event  of  recall,  the  order  of  lay-off  and 
bumping  described  shall  be  reversed,  and  employees  shall  be 
returned  to  the  title  from  which  they  were  laid-off  or 
bumped  in  accordance  with  their  seniority. 

6.  Except  as  limited  by  the  provisions  of  this 
Supplemental  Agreement,  all  other  provisions  of  Article  18 
shall  remain  in  full  force  and  effect. 

7.  Employees  who  are  separated  from  employment  as  the 
result  of  the  implementation  of  the  lay-off,  bumping 
procedures  and  who  are  subsequently  recalled  to  employment 
pursuant  to  Article  18  shall  for  purposes  of  determining 
their  salary  upon  recall  under  Article  12,  be  credited  with 
their  prior  service  and  shall  not  upon  recall  be  considered 
to  be  "hired,  reinstated  or  re-employed"  notwithstanding  the 
provisions  of  Article  12  to  the  contrary. 

8.  This  procedure  will  not  apply  to  Unit  2  employees 
represented  by  Local  254  pending  negotiations  between  the 
parties  over  acceptable  procedures  applicable  to  such 
employees. 
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SUPPLEMENTAL  AGREEMENT  L 

covering 

BARGAINING  UNIT  2 

DEPARTMENT  OF  YOUTH  SERVICES 

There  shall  be  established  a  Labor/Management  study  group  to 
discuss  issues  relating  to  the  assignment  of  work  to  DYS  case 
workers. 

Such  study  group  shall  forward  any  and  all  findings  to  the 
Director  of  the  Office  of  Employee  Relations  and  to  the 
Commissioner  of  DYS  for  review. 

Upon  review,  findings  that  are  recommended  for 
implementation  shall  be  referred  to  a  Labor/Management  Committee 
convened  by  the  Director  of  the  Office  of  Employee  Relations  and 
the  Commissioner  of  DYS  to  discuss  such  implementation. 
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SUPPLEMENTAL  AGREEMENT  M 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

at  the 

DEPARTMENT  OF  REVENUE/CHILD  SUPPORT  ENFORCEMENT 

Section  1    Caseload/Workload 

In  order  to  provide  quality  service  in  the  delivery  of  Child 
Support  Enforcement,  an  inventory  of  all  cases  be  conducted  by 
the  workers  within  three  (3)  months  of  the  signing  of  this 
Agreement. 

In  addition,  a  time  and  effort  study  will  be  initiated 
within  six  (6)  months  and  completed  as  soon  as  possible 
following  the  signing  of  this  Agreement.   Upon  completion  of 
said  study,  negotiations  for  either  caseload  or  workload  shall 
commence  immediately  by  a  Joint  Labor/Management  Committee 
consisting  of  up  to  three  (3)  representatives  of  the  Union  and 
up  to  three  (3)  representatives  of  the  Department  of  Revenue. 
Said  Committee  shall  meet  at  least  twice  a  month  or  as  often  as 
decided  by  the  Committee,  and  shall  determine  and  implement  the 
finding  upon  the  approval  of  the  principals  representing  the 
Employer  and  Local  509. 

The  Union  and  the  Department  recognize  the  evolving  mandates 
of  the  program  which  shall  require  a  review  of  all  current  Unit 

- 

8  job  duties,  thereby  creating  a  total  pool  of  existing  duties. 
In  addition,  the  D.O.R.  reserves  the  right  to  add  and/or  delete 
duties  to/from  the  pool  as  a  result  of  innovation,  changes  in 
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state  and  federal  law,  regulations,  procedures  and  technical 
progress.   After  the  job  duty  pool  is  finalized,  the  D.O.R. 
shall  then  redistribute,  by  position  title,  the  duties  in 
accordance  with  existing  or  new  Department  of  Personnel 
Administration  job  specifications.   The  Union  will  participate 
in  the  job  reclassification  process  that  affects  Unit  8 
employees.   The  Committee  established  in  paragraph  two  (2)  of 
this  Section  shall  monitor  such  changes. 
Section  2     Training 

The  Department  and  Local  509  agree  that  training  is 
essential  to  the  success  of  both  its  program  and  employees.   The 
Department  further  agrees  to  provide  adequate  training 
including,  but  not  limited  to,  on-the-job  training  for  all 
newly-hired  and  newly-promoted  employees.   The  Department  shall 
conduct  a  survey  of  all  Unit  8  employees,  to  determine  employee 
training  needs  and  desires,  within  three  (3)  months  of  signing 
of  the  Agreement.   Training  programs  developed  as  the  result  of 
the  survey  shall  be  implemented  as  soon  as  possible.   Such 
training  may  be  conducted  by  a  volunteer  pool  of  D.O.R. ,  C.S.E. 
Division,  employees  who  have  supervisory  and/or  field 
experience. 
Section  3 

The  D.O.R.  and  Local  509  shall  agree  to  guidelines  governing 
the  implementation  of  the  promotional  process.   The  D.O.R.  and 
the  Union  shall  establish  a  committee,  which  shall  include  both 
Union  and  management  representatives,  for  the  purpose  of 
designing  a  standardized  document.   Said  document  shall  be  used 
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for  conducting  promotional  evaluations  and  shall  contain  a  point 
system  as  an  objective  means  of  utilizing  the  promotional 
criteria. 

This  document  shall  take  the  form  of  a  Memorandum  of 
Understanding  signed  by  the  parties,  and  shall  exist  separate 
and  apart  from  the  D.O.R.  Supplemental  Agreement 
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SUPPLEMENTAL  AGREEMENT  N 

covering 

BARGAINING  UNITS  8  AND  10  EMPLOYEES 

at  the 
DEPARTMENT  OF  MENTAL  HEALTH 
The  Department  of  Mental  Health  and  the  Union  shall 
establish  a  Joint  Labor/Management  Committee  consisting  of  up  to 
five  (5)  representatives  of  each  party.   The  Committee  shall 
meet  at  least  every  two  (2)  months  to  discuss  case  assignment 
practices  for  case  carrying  titles  that  are  brought  to  the 
Committee  for  review. 

The  Committee  shall  make  written  recommendations  to  the 
Commissioner  of  Mental  Health  concerning  case  assignment 
practices  for  the  respective  titles  reviewed. 

Whereas  the  Commonwealth  and  the  Union  mutually  support  the 
professionalism  of  Social  Workers  in  the  Department  of  Mental 
Health,  the  Department  and  the  Union  shall  establish  a 
Labor/Management  Committee  to  jointly  develop  methods  and  means 
to  enhance  the  profession.   Said  Committee  shall  consider,  but 
not  be  limited  to:  licensure  and  supervision  as  it  is  related  to 
licensure;  appropriate  job  classifications;  credentialling;  and 
career  ladders.   Said  Committee  to  meet  monthly. 
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SUPPLEMENTAL  AGREEMENT  O 

covering 

BARGAINING  UNITS  8  AND  10  EMPLOYEES 

at  the 
DEPARTMENT  OF  MENTAL  RETARDATION 


The  Department  of  Mental  Retardation  and  the  Union  shall 
establish  a  Joint  Labor/Management  Committee  consisting  of  up  to 
five  (5)  representatives  of  each  party.   The  Committee  shall 
meet  at  least  every  two  (2)  months  to  discuss  case  assignment 
practices  for  case  carrying  titles  that  are  brought  to  the 
Committee  for  review. 

The  Committee  shall  make  written  recommendations  to  the 
Commissioner  of  Mental  Retardation  concerning  case  assignment 
practices  for  the  respective  titles  reviewed. 
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SUPPLEMENTAL  AGREEMENT   P 
covering 
BARGAINING  UNIT  8 
Whereas,  the  parties  to  the  above  collective  bargaining 
Agreement  seek  to  clarify  the  understanding  reached  during 
negotiations,  it  is  hereby  understood  by  the  parties  that 
notwithstanding  the  provisions  contained  in  the  Agreement,  as  it 
relates  to  bargaining  unit  8  employees  who  are  employed  in  the 
Department  of  Public  Welfare,  it  is  agreed  as  follows: 
A.    Attendance  Records  and  Schedules 

1.  The  department  shall  require  attendance  records 
and  reports  as  made  necessary  by  statute  and  fiscal 
accountability.  The  department  will  establish  and 
maintain  a  uniform  system  of  records  and  reports.  Said 
system  will  require  employees  in  the  unit  to  account 
for  their  time  no  more  than  once. 

2.  Each  employee  in  the  representation  unit  will 
develop  a  work  schedule  to  meet  the  needs  of  his 
workload. 

3.  This  work  schedule  is  subject  to  the  approval  of 
the  most  immediate  supervisor.   Approval  may  be 
withheld  or  alterations  suggested  by  the  head 
administrator  in  the  work  location  as  dictated  by  the 
needs  of  the  department  or  the  provision  of  more 
efficient  service  to  clients. 

4.  The  approved  schedule  may  authorize  employees  on 
field  assignment  to  go  to  the  field  from  home  and  from 
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the  field  to  home  subject  to  the  regular  hours  of 
employment. 

B.  Training 

1.  The  department  recognizes  its  obligation  to 
provide  relevant  training  for  each  new  employee  and  for 
employees  who  are  transferred  or  reassigned  to  duties 
or  functions  which  are  substantially  different  from 
those  performed  prior  to  transfer  or  reassignment.  At  a 
minimum,  training  will  consist  of  specific  orientation 
developed  and  monitored  by  training  staff  and 
continuous  on  the  job  training  by  immediate  supervisors 
and  other  appropriate  staff  members. 

2.  The  department  realizes  that  no  employee,  upon  the 
completion  of  orientation,  is  prepared  to  assume  a  full 
workload  on  a  proportionate  basis.  In  light  of  this,  it 
recognizes  its  responsibility  to  gradually  introduce  a 
new  worker  to  his  workload. 

C.  Payroll  Practices 

1.    Every  effort  shall  be  made  to  effectuate  wage 
payments  to  new  employees  in  the  following  manner:  each 
new  employee  shall  receive  a  paycheck  in  the  proper 
amount  of  his  draw  pay  by  the  end  of  the  second  week  of 
employment.  If  the  end  of  the  second  week  corresponds 
with  the  end-of-the-month,  he  shall  receive  an 
end-of-the-month  check  for  the  full  amount  he  has 
earned  less  itemized  and  exact  deductions. 
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2.  The  department  shall  provide  for  the  regular 
distribution  of  pay  checks  no  later  than  Friday  of  each 
week,  unless  unable  to  do  so  due  to  circumstances 
beyond  the  control  of  the  department. 

3.  The  department  shall  take  steps  forthwith  upon 
notification  to  provide  an  emergency  check  to  an 
employee  who  fails  to  receive  a  paycheck  on  the 
regularly  scheduled  payday. 

4.  At  least  two  employees  shall  be  assigned  in  the 
payroll  and  personnel  office  of  the  department  whose 
primary  function  shall  be  to  answer  queries  from 
employees  within  the  bargaining  unit  regarding  their 
employment  status  or  payment  of  salary.  These  queries 
shall  be  in  writing.  The  Union  shall  implement  the 
processing  of  such  queries  through  its  steward  system. 

D.   Travel  Forms 

1.  Travel  claim  forms  shall  be  readily  available  in 
all  work  locations. 

2.  Each  employee  covered  by  this  Agreement  shall  be 
entitled  to  submit  departmental ly  approved  travel 
expense  forms  at  their  own  convenience,  provided  that 
no  form  is  submitted  more  than  two  months  after  the 
expenses  have  been  incurred,  except  in  cases  where  a 
submitted  form  has  been  returned  to  an  employee  for 
corrections. 

3.  Travel  expenses  will  be  processed  within  thirty 
days  of  the  receipt  and  approval  of  the  expense  voucher 
by  the  department.   Incorrect  vouchers  will  be  returned 
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to  the  employee  within  thirty  days.   All  travel  expense 
vouchers  will  be  stamped  at  time  of  arrival  in  the 
department.   If  the  department's  budgetary 
appropriations  for  travel  expenses  has  been  depleted, 
each  employee  with  a  pending  claim  will  be  notified  of 
such. 

E.  Policy  Promulgation 

1.  Copies  of  all  changes  of  policy  or  procedure 
within  the  Department  of  Public  Welfare  shall  be 
furnished  to  the  Union  upon  promulgation,  including  but 
not  limited  to,  social  service,  personnel  and  payroll 
policies,  rules,  interpretations,  and/or  laws. 

2.  In  order  to  insure  uniformity  in  applying 
programs,  procedures  and  policies  affecting  conditions 
of  employment,  the  department  shall  supply  the  Union 
with  a  policy  manual. 

F.  Union  Business 

The  incumbents  in  the  constitutionally-elected 
statewide  officers,  chapter  vice  presidents  and  executive  board 
members  of  the  union,  in  office  on  Novemeber  15,  1976  shall 
continue  to  have  their  caseload  reduced  to  correspond  to  the 
time  required  to  be  away  from  work  on  bona  fide  union  business. 

No  caseload  reduction  shall  be  made  for  additional 
constitutionally-elected  state-wide  officers,  chapter 
vice-presidents  or  executive  board  members  of  the  Union,  nor  for 
any  individuals  succeeding  present  incumbents  in  those 
positions. 
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SUPPLEMENTAL  AGREEMENT  Q 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

AT  THE  DEPARTMENT  OF  SOCIAL  SERVICES 

I.         CASELOAD  STANDARDS 

The  Department  and  the  Union  recognize  that  the  ability  to 
provide  quality  casework  is  directly  related  to  the  Department's 
having  sufficient  staff  and  adequate  resources  to  meet  its 
objective  to  strengthen  families  and  to  protect  children.   The 
Department  and  the  Union  recognize  that  although  the  provisions 
of  this  Agreement  do  not  provide  optimal  workload  and  caseload 
assignment  standards  that  the  Agreement  does  represent  the 
parties  best  efforts  to  effectively  utilize  currently  available 
resources. 

On  a  quarterly  basis,  when  currently  available  resources  are 
not  sufficient  to  implement  this  Agreement,  the  Department  shall 
prepare  a  request  for  additional  staff  and  submit  the  request  to 
the  Executive  Office  of  Human  Services. 

The  caseload  standards  for  Department  workers  with  specialist., 
functions  are  that  Assessment  Workers  and  Investigators  are 
assigned  twelve  (12)  cases  per  month  and  ongoing  workers  are 
assigned  eighteen  (18)  cases  per  month. 

The  caseload  standard  for  workers  involved  in  the  screening 
process  should  be  18:1  as  describe  below: 

The  caseload/workload  shall  be  75  screening  events  per 
month . 

The  Department  and  the  Union  acknowledge  that  screening  is  a 
distinct  function  but  need  not  be  staffed  as  a  specialized 
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function.   The  Department  agrees  to  allocate  staff  according  to 
the  above-referenced  formula  for  the  screening  function. 
The  Department  agrees  to  seek  funding  through  the  Executive 
Office  of  Human  Services  to  establish  the  following  caseload 
goals  as  caseload  standards.   When  and  if  such  funding  is 
approved,  these  goals  will  be  converted  to  caseload  standards. 
The  Department  and  the  Union  agree  that  staffing  is  a 
fundamental  resource  needed  to  meet  the  Department's  primary 
objectives.   Lacking  adequate  resources,  the  Department  agrees 
to  set  as  goals  certain  casework  functions.   These  goals  are: 
Allocate  staff  according  to  the  following  formula: 

(a)  family  resources  *  30:1  *  active  foster  homes 

(b)  duty  worker/area    1/Area 

The  parties  agree  to  begin  to  bargain  within  ninety  (90) 
days  of  the  signing  of  the  Agreement  the  establishment  of 
appropriate  workload  standards  for  technicians,  assistant 
program  development  specialists,  adoption  workers,  case 
reviewers,  homeless  workers,  and  program  development 
specialists. 
II.       ASSIGNMENT  OF  CASES 

The  Department  recognizes  that  some  cases  are  more 
complicated  than  others.   It  is  the  Department's  intent  that 
cases  be  consistently  assigned  in  as  equitable  manner  as  intake 
permits.   In  an  effort  to  ensure  the  equitable  distribution  of 
cases,  supervisors  are  required  to  review  the  workload  of  a 
worker's  currently  assigned  cases,  as  well  as,  the  worker's 
current  workload  as  compared  to  the  workload  of  other  workers  in 
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the  supervisory  unit.   Supervisors  shall  also,  prior  to 
assigning  cases,  take  into  consideration  other  pertinent  factors 
including,  but  not  limited  to,  the  number  of  cases  in  crisis,  if 
any;  the  number  of  cases  with  court  involvement,  and  the  number 
of  placement,  supervised  visitations,  number  of  consumers,  and 
bilingual  cases.   Ongoing  workers  will  not  be  assigned  more  than 
three  (3)  assessments. 

The  Department  recognizes  a  worker's  ability  to  complete 
casework  activities  on  assigned  cases  is  dependent  upon  the  time 
available  to  take  the  actions  required  by  Policy  and 
Regulations.   The  aforementioned  factors  may  result  in  a 
worker's  inability  to  complete  all  casework  activities  in  a 
timely  manner.   In  such  situations,  disciplinary  action,  formal 
or  informal,  shall  not  be  initiated  when  based  solely  on  a 
worker's  failure  to  meet  compliance  goals. 

III.  WEIGHTED  WORKLOAD  STANDARDS 

The  following  points  have  been  assigned  to  each  listed 
function  in  order  to  establish  a  weighted  workload  standard: 
Assessments  in  Process     -   1.5  points 
Investigations  Completed   -  1.5  points 
Ongoing  Cases  -   1   point 

Assessments  not  completed  within  forty-five  (45)  working  days 
from  the  date  of  assignment  shall  revert  to  ongoing  cases  at  one 
(1)  point. 

IV.  WORKLOAD  SUPPORT  SYSTEMS 

There  shall  be  established  Area,  Field  Support  and  Central 
Office  workload  support  systems.   Said  systems  shall  include  the 
following  components: 
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Area  Relief  Components 

o    Reassignment  of  cases  within  a  supervisory  unit 
o    Reassignment  of  excess  cases  within  an  Area  Office 
o    Utilization  of  Area  Office  contracted  resources 

B.  FIELD  SUPPORT  RELIEF  COMPONENTS 

o    Reassignment  of  excess  cases  to  Field  Support 

back-up  units,  if  so  established, 
o    Reassignment  of  vacant  positions  within  a 

Territory 
o    Utilization  of  Field  Support  contracted  resources  to 

manage  excess  workload  until  an  office  has  capacity  to 

do  so 
o    Reassignment  of  excess  cases  to  other  Area  Offices 

within  a  Territory 
o    Reassignmant  of  staff  to  offices  with  excess  cases 

C.  CENTRAL  OFFICE  RELIEF  COMPONENTS 

o    Reassignment  of  State  positions  from  other 

Territories  to  the  affected  Area  Offices 
o    Creation  and  deployment  of  Federal  Temporary 

positions  provided  funds  are  available,  to  manage 

excess  workloads, 
o    Utilization  of  Statewide  contracted  resources  to 

manage  excess  workload  until  an  office  has    capacity 

to  do  so 
o    Filing  of  a  budget  request  (annual,  deficiency  or 

supplemental)  to  establish  additional  State  funded 

positions 

The  Area  Office  Relief  components  shall  be  initiated  and 
completed  within  five  (5)  working  days  upon  receipt  of  a  monthly 
ASSIST  workload  report  which  identifies  any  worker (s)  whose 
weighted  workload  for  the  reporting  month  exceeds  a  ratio  of 
20:1.   If  a  monthly  ASSIST  workload  report  identifies  a 
worker (s)  with  a  weighted  workload  of  more  than  twenty-two  (22) 
for  two  consecutive  reporting  months,  the  appropriate  Area, 
Field  Support  and  Central  Relief  Components  will  be  initiated. 

In  the  event  there  are  not  sufficient  Field  Support  Relief 
Componenets  to  relileve  the  workload  excess  within  five  (5) 
working  days  of  implementation,  the  Department  agrees  to 
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reassign  State  positions  from  other  Territories  and  to  utilize 
Statewide  contracted  resources,  within  ten  (10)  working  days. 
The  remaining  Central  Office  Relief  Components  will  be 
implemented  as  expeditiously  as  possible.   The  Department 
acknowledges  that  a  workload  which  exceeds  the  caseoald  goals 
and/or  workload  standard  adversely  impacts  a  workers  ability  to 
complete  all  casework  assignments. 

V.  SUPERVISOR  TO  WORKER  RATIOS 

The  Agency  staffing  ratio  of  Supervisors  to  workers  shall  be 
1  to  5.   An  additional  Supervisor  shall  be  assigned  to  an  Area 
Office  when  there  are  three  workers  in  excess  of  the  supervisory 
staffing  ratio. 

VI.  CASE  ASSIGNMENTS  TO  NEW  WORKERS 

Except  in  extenuating  circumstances,  the  maximum  number  of 
cases  that  a  new  worker  to  the  Department  shall  carry  at  any 
given  time  shall  be  gradually  increased  over  a  three  (3)  month 
period  in  the  following  manner: 

o     1/3  of  the  total  maximum  cases  at  the  completion  of 

first  month 
o    2/3  of  the  total  maximum  cases  at  the  completion  of 

second  month 
o    100%  of  the  total  maximum  cases  at  the  completion  of 

third  month 

Except  in  extenuating  circumsttances,  new  workers  shall  not 
be  assigned  the  maximum  number  of  cases  until  the  completion  of 
the  Department's  Pre-Service  Training  Program. 

VII.  CASELOADS  OF  PART-TIME  WORKERS 

Part-time  workers  shall  be  assigned  cases  or  supervisees 
proportional  to  the  hours  worked 
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VIII.  FAMILY  RESOURCE/SPECIALISTS  STAFF 

Except  in  extenuating  and  rare  circumstances,  homefinders, 
adoption  workers,  assistant  program  development  specialists, 
program  development  specialists,  non-volunteering  casework 
supervisors  and  technicians  shall  not  be  assigned  ongoing  cases, 
investigations  or  assessments. 

IX.  VACANCIES 

The  Department  recognizes  its  obligation  to  minimize  the 
delays  in  the  filling  of  vacancies.   The  Department  will  provide 
the  Union,  on  a  monthly  basis,  a  list  of  all  filled  positions 
within  the  bargaining  unit.   Such  list  shall  be  by  office,  title 
and  grade. 

In  further  recognition  that  delays  in  the  filling  of 
vacancies  contribute  to  worker  overload,  the  parties  agree  that 
all  Bargaining  Unit  8  employees  shall  whenever  possible  submit 
written  notice  of  separation  at  least  four  (4)  weeks  prior  to 
the  effective  date. 

X.  ADDITIONAL  ADMINISTRATIVE  REQUIREMENT 

The  Department  agrees  that  workers  shall  be  required  to 
complete  only  those  forms  and  administrative  documents  which 
have  been  authorized  and  issued  by  the  Central  Office. 

XI.  STATE  VEHICLES 

The  Department  agrees  to  actively  seek  a  Departmental  fleet 
of  State  vehicles  to  be  deployed  on  a  Central,  Field  Support  and 
Area  level.   The  Department  further  agrees  to  report  to  the 
Statewide  Labor/Management  Committee,  within  sixty  (60)  working 
days  from  the  signing  date  of  this  Agreement,  the  status  of  the 
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efforts  to  secure  and/or  deploy  said  vehicles.  The  Department 
agrees  to  seek  to  obtain  gas  and  toll  cards  for  each  vehicles. 
XII.      STATEWIDE  LABOR  MANAGEMENT  COMMITTEE 

It  is  mutually  agreed  by  the  parties  that  the  Statewide 
Labor  Management  Committee  will  address  factors  which  arise 
during  the  life  of  the  Agreement  which  affect  worker's  abilities 
to  meet  their  case  responsibilities. 

The  Department  further  agrees  to  continue  the  Labor 

Management  Casework/Paperwork  Reduction  Committee  to  discuss  the 

reduction  or  elimination  of  social  workers'  responsibility  for 

tasks  such  as  but  not  limited  to: 

o  ASSIST  forms 

o  Transportation  of  clients 

o  Filing 

o  Medicaid  card  issuance 

o  Medical  passport  and  related  documentation 

o  Non-placement  case  reviews 

If  changes  in  casework  related  tasks  or  additional  tasks  are 
anticipated,  these  changes  will  be  made  only  after  discussions 
have  taken  place  between  the  parties. 

All  of  the  provisions  of  this  Agreement  shall  be  implemented 
upon  signing.   However,  in  recognition  of  the  advance  time 
necessary  to  modify  the  Department's  ASSIST  system,  the  parties 
agree  that  the  ASSIST  related  provisions  of  this  Agreement  will 
be  implemented  no  later  than  ninety  (90)  calendar  days  from  the 
signing  of  this  Agreement. 

The  Department  agrees  to  establish  with  the  Union  a 
sub-committee  to  assess  the  workload  impact  of 
bilingual/bicultural  cases,  and  develop  ways  to  reduce  the 
workload  impact  (such  as  weighing  them  as  more  difficult) . 
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XIII.  TRANSCRIPTION  EQUIPMENT 

The  Department  agrees  to  make  a  good  faith  effort  to  provide 
state-of-the-art  transcription  equipment  for  all  social  workers 
who  wish  to  use  it. 

XIV.  TRAINING  AND  PROFESSIONAL  DEVELOPMENT 

In  recognition  of  the  importance  of  ongoing  education  in 
providing  effective  services  to  clients,  the  Department  agrees 
to  provide  a  pre-service  training  program  for  all  new  employees 
and  to  allow  each  bargaining  unit  member  a  maximum  of  eight  (8) 
days  for  educational  experiences  through  the  Social  Work 
Training  Institute,  the  Foster  Training  Institute,  and/or  other 
external  workshops,  conferences,  courses. 

XV.  GRIEVANCE  AND  ARBITRATION  PROVISIONS 

The  provisions  of  this  Agreement  shall  be  subject  to  the 
grievance/arbitration  procedure  in  Article  23A. 

The  arbitrator  shall  have  full  authority  to  identify  and  decide 
violations  of  the  Agreement.   In  fashioning  a  remedy,  however, 
the  arbitrator  shall  be  limited  to  ordering  the  Department  to 
undertake  one  or  more  of  the  specific  remedial  steps  expressly 
outlined  in  the  Agreement  including  those  contained  in  Section  I 
of  this  Supplemental.   It  is  agreed  that  the  arbitrator  shall 
have  no  authority  to  issue  any  order  which  results  directly  or 
indirectly  in  the  inability  of  DSS  to  provide  services  to  any 
case. 

- 

In  an  effort  to  facilitate  the  expeditious  processing  of 
grievances  the  parties  agree  that  the  provisions  of  Article  23A 
as  they  relate  to  Sections,  I,  II,  and  IV  of  this  Supplemental 
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Agreement  shall  not  require  the  Department  to  conduct  a  meeting 
on  each  Step  II  grievance.   The  parties  agree  to  meet  no  later 
than  six  (6)  months  following  the  implementation  of  this 
Agreement  to  review  the  subject  of  Step  II  meetings  in  light  of 
their  experience.   The  parties  shall  by  mutual  agreement 
establish  a  provision  of  meetings  which  shall  remain  in  effect 
for  the  balance  of  this  Agreement. 

In  the  event  that  a  grievance  is  denied  at  Step  II  without  a 
grievance  meeting,  the  Department  agrees  to  provide  the  grievant 
with  specific  reason (s)  as  to  why  a  meeting  was  not  held  and  the 
specific  reason (s)  as  to  why  the  grievance  was  denied. 
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SUPPLEMENTAL  AGREEMENT  R 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

AT  THE  DEPARTMENT  OF  PUBLIC  WELFARE 

WHEREAS,  the  parties  recognize  that  the  delivery  of  quality 
human  services  to  the  residents  of  the  Commonwealth  is  of 
paramount  importance,  and; 

WHEREAS,  the  parties  recognize  that  in  order  to  provide 
quality  human  services,  these  services  must  be  delivered 
accurately  in  accordance  with  Department  policy,  timely  in 
accordance  with  Departmental  standards  and  compassionately  in 
accordance  with  the  parties'  shared  belief  in  the  dignity  of 
each  actual  or  potential  client  and  their  entitlement  to 
courteous  and  efficient  handling  of  any  welfare  request,  and; 

WHEREAS,  the  parties  agree  that  in  order  to  maintain  the 
fiscal  integrity  of  Departmental  programs  and  public  confidence 
in  such  programs  it  is  a  mutual  goal  that  error  rates  be  reduced 
below  federal  sanction  levels,  and  or  state  targets,  and; 

WHEREAS,  the  parties  agree  that,  in  order  to  match  welfare 
clients  with  significant,  long-term  employment  opportunities  and 
to  offer  these  clients  a  route  out  of  poverty,  Employment  and 
Training  program  opportunities  should  be  made  a  vital  segment  of 
the  services  provided  to  every  client,  and; 

WHEREAS,  the  parties  recognize  that  such  services  can  most 
effectively  be  delivered  within  the  context  of  an  efficient  and 
equitable  caseload  management  system  administered  by  skilled 
professional  social  workers. 
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THEREFORE,  the  parties  enter  into  this  Agreement  applicable 
to  case  carrying  social  workers  in  the  Aid  to  Families  with 
Dependent  Children,  General  Relief,  Medical  Assistance, 
Supplemental  Security  Income-Only,  Employment  and  Training  and 
Non-Public  Assistance  Food  Stamp  Programs  administered  by  the 
Department. 

It  is  agreed  that  the  statements  of  the  parties'  intent  set 
forth  above  are  to  be  considered  in  interpreting  and  applying 
the  provisions  of  this  Agreement  but  are  not  intended  to  alter, 
amend,  or  change  in  any  way  the  specific  language  set  forth  in 
the  sections  below. 
SECTION  I.   CASELOAD 

A.  The  Department  shall  maintain  a  caseload  based  system 
of  work.   Duties  assigned  to  social  workers  shall  include  the 
full  and  accurate  provision  of  services  as  defined  in  Department 
programs,  policies  and  procedures.   Such  duties  include  but  are 
not  limited  to:   interviewing  clients,  explaining  program 
requirements,  determining  categorical  eligibility,  verifying 
information,  calculating  grant  amounts,  processing  case  actions 
and  materials,  making  appropriate  referrals  and  assisting 
clients  to  resolve  problems.   Duties  may  also  include  home 
visits  in  accordance  with  Department  policy  when  authorized  by 
the  office  director. 

B.  The  caseload  system  embodies  the  principle  of 
continuity  of  services  provided  by  a  social  worker  to  a 
designated  group  of  clients.   In  the  event  that  a  social  worker 
is  unavailable  to  perform  work  on  assigned  cases,  these  cases 
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may  be  temporarily  reassigned  to  another  social  worker 
consistent  with  the  Standards  in  this  Agreement. 
SECTION  II.  CASELOAD  ASSIGNMENT  STANDARDS 
A.    ENTRY  PAYMENTS 

The  following  Work  Standards  and  Time  Measurement  standards 
encompass  the  full  range  of  work  normally  performed  by  an 
entry  payments  social  worker. 
1.    Available  Time 

The  available  time  for  an  entry  payments  social 
worker  is  defined  as  the  number  of  days  in  a  month 
(Mondays  through  Fridays)  minus  all  days  a  social 
worker  is  unavailable.   Unavailable  days  are  those  days 
which: 

a.    A  social  worker  is  on  approved  leave  under  the 
terms  of  Articles  5,  8,  9,  and  10  of  the  Alliance 
Contract  including: 

1.  Sick  Leave 

2 .  Paid  Personal  Leave 

3 .  Bereavement  Leave 

4 .  Voting  Leave 

5.  Civic  Duty  Leave 

6.  Military  Leave 

7 .  Maternity  and  Adoptive  Leave 

8 .  Family  Leave 

9.  Education  Leave 

10.  Union  Leave 

11.  State  Holidays 

12 .  Vacation  Leave 

13 .  Leave  Without  Pay 

(177) 


or 

b.  a  social  worker  is  attending  Department  sponsored 
training  progams 

or 

c.  a  social  worker  is  performing  a  special  project 
that  has  been  previously  approved  by  the 
Tripartite  Panel 

or 

d.  a  social  worker  is  representing  the  Department  at 
a  court  hearing 

or 

e.  a  social  worker  is  assigned  the  duties  of  a 
supervisor  while  that  supervisor  is  on  vacation  or 
sick  leave  under  section  a,  above,  or 

f.  a  social  worker  is  performing  translation  duties 
on  cases  other  than  their  own.   Such  unavaivable 
time  shall  be  calculated  on  a  monthly  basis  in 
accumulated  increments  of  two  (2)  hours. 

2 .    Application  limits 

Calculation  of  the  Limits  on  the  Number  of  Applications  that 
can  be  assigned: 

No  social  worker  can  be  expected  or  be  required  to  do  work 
beyond  which  there  is  available  time.   The  following  standards 
establish  the  maximum  number  of  applications  a  social  worker  can 
reasonably  be  assigned  during  the  available  time  in  a  month, 
unless  the  provisions  outlined  below  in  Section  4  are 
applicable.   A  social  worker  can  be  assigned  in  any  given  month: 
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a.  1.75  AFDC  Applications  per  available  day;  or 

b.  2  GR  Family  Applications  per  available  day;  or 

c.  3  GR  Individual  Applications  per  available  day;  or 

d.  3  MA  Applications  per  available  day;  or 

e.  3  EA  or  ER  Homeless  Shelter  or  Rental  Arrearage 
Applications  per  available  day  if  received  during  the 
AFDC/GR  application  process  or  by  themselves;  or 

f.  3  EA  or  ER  applications,  received  without  accompanying 
AFDC  or  GR  applications,  per  available  day;  or 

g.  7  CommonHealth  Applications  per  available  day;  or 

h.    11  AFDC/GR  CMA-1  (Part  A)  Only  Application  Denials  per 
available  day;  or 

i.    17  Spousal  Impoverishment  Assessments  per  available 
day ;  or 

j.    A  proportional  combination  of  a  -  i. 

3 .    Application  Unit  Values 

The  following  standard  application  unit  values  shall  be  used 
to  calculate  proportional  combinations  of  differing  application 
types.   The  limitation  on  the  number  of  applications  that  can  be 
assigned  for  each  available  day  in  a  month  shall  be  2  standard 
application  units. 

a.  1  AFDC  Application  =  1.14  Standard  Application  Units 

b.  1  GR  Family  Application  =  1  Standard  Application  Unit 

c.  1  GRI,  MA,  EA  OR  ER  Application  =0.67  Standard 
Application  Units. 

d.  1  CommonHealth  Application  =  0.29  Standard  Application 
Units. 
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e.  1  AFDC/GR  CMA-1  (Part  A)  Only  Application  Denial  =0.18 
Standard  Applicaiton  Units. 

f.  1  Spousal  Impoverishment  Assessment  =).12  Standard 
Application  Units. 

4 .    Quarterly  (three  month)  Application  Assignment 
Entry  Payment  social  workers  may  be  assigned  applications 
based  upon  the  total  number  of  available  days  in  a  defined  three 
month  period  according  to  the  following  provisions: 

a.  Three  month  periods  are  defined  as  January-March, 
April-June,  July-September  and  October-December. 

b.  Excess  applications  may  be  assigned  during  one  or  more 
months  in  a  quarter  as  long  as  the  application  assigned 
do  not  exceed  125%  of  the  number  of  allowable 
applications  based  upon  the  specific  number  of 
available  days  in  any  given  month. 

c.  The  total  number  of  applications  assigned  in  any  three 
month  period  is  limited  by  the  total  number  of 
available  days  times  two  (2)  Standard  Application  Units 
per  day. 

5.   Entry  Payments  Social  Workers  Safeguards 

If  in  any  instance  where  a  social  worker  is  assigned 
applications  on  a  quarterly  basis  and  if  during  a  given  month  is 
assigned  applications  in  excess  of  the  total  number  of  available 
days  in  that  month  and  the  social  worker  feels  that  he/she  is 
unable  to  complete  the  excess  applications  in  a  timely  fashion 
he/she  may  contact  the  Department's  Office  of  Administration. 

The  Office  of  Administration  will  respond  to  the  social 
worker's  request  within  twenty-four  (24)  hours  and  will  conduct 
an  expedited  review  of  the  social  worker's  individual 
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circumstances,  as  well  as  application  assignment  in  the  social 
worker's  supervisory  unit  and  will  provide  an  immediate  remedy, 
if  necessary,  from  one  or  more  of  the  following  options: 

a.  Provide  the  social  worker  with  a  temporary  reduction  in 
further  application  assignment  until  he/she  has  had 
sufficient  time  to  complete  all  applications  previously 
assigned. 

b.  Extend  Program  Specific  Timeliness  Standards. 

c.  Reassignment  of  staff  from  another  unit  in  the  office. 

d.  Suspend  pending  or  proposed  disciplinary  action. 
Social  workers  shall  not  be  held  accountable  or  disciplined 

for  exceeding  established  time  frames  for  processing  of 
applications  if  the  delay  is  due  soley  to  the  volume  of 
applications  assigned  in  excess  of  100%. 

These  standards  establish  limitations  on  the  number  of 
applications  a  social  worker  may  be  assigned  on  a  monthly  or 
quarterly,  as  needed,  basis;  they  do  not  establish  a  limitation 
on  the  work  that  can  be  assigned  in  any  particular  day.   For 
example,  a  social  worker  may  be  assigned  more  than  1.75  AFDC 
applications  on  a  given  day  as  long  as  the  total  number  of 
applications  assigned  in  that  month  or  quarter  do  not  exceed  the 
monthly  or  quarterly  limit,  as  needed. 

Except  in  cases  of  extraordinary  emergency  (e.g.  natural 

< 

disaster,  plant  closings)  no  local  office  manager  can  require  a 
social  worker  to  take  more  applications  than  the  number 
established  in  this  standard.   It  is  the  responsibility  of 
management  to  find  alternate  methods  for  handling  cases  in 
excess  of  the  limits  established  herein. 
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Local  office  management  must  ensure  that  all  applications 
are  assigned  to  social  workers  in  an  equitable  fashion.   This 
will  ensure  that  no  social  worker  is  assigned  a  number  of 
applications  that  is  significantly  higher  than  that  assigned  to 
other  social  workers  in  the  office. 

The  application  standards  given  above  shall  apply  to  all 
entry  payments  social  workers  until  or  unless  modified  by  the 
Panel  established  in  section  V(A)  of  this  Agreement.   This  Panel 
shall  periodically  monitor  the  operation  of  these  standards  and 
update  them  as  necessary.   Any  major  changes  in  the  normal 
duties  performed  by  entry  payments  social  workers  will  be 
presented  to  the  Panel  so  that  an  adjustment,  if  necessary,  can 
be  made  to  these  standards. 
B.   ONGOING  PAYMENTS 

The  following  caseload  limitation  standards  shall  apply  to 

ongoing  payments  for  the  duration  of  the  agreement. 
PROGRAM  AREA  CASELOAD  LIMIT 

AFDC  and  GR  FAMILY  185  Cases 

GR  INDIVIDUAL  2  00  cases 

MEDICAL  ASSISTANCE  4  50  Cases 

1.    ASSISTANCE  PAYMENTS  PROGRAM 

The  following  Reasonable  Work  Expectations  encompass  the 
entire  range  of  work  that  is  normally  performed  by  the  AP 
ongoing  payments  social  worker  and  are  based  upon  an  analysis  of 
the  existing  work  standard  and  time  measurement  data.   In 
addition,  these  expectations  are  based  upon  the  Department's 
existing  policies  to  maintain  a  reasonable  caseload  turnaround, 
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to  complete  case  maintenance  in  a  timely  manner  and  to  reduce 
the  dependency  of  clients  through  the  Department's  various 
programs  including  Employment  and  Training,  Health  Choices,  and 
Child  Support. 

These  expectations  reflect  the  Department  and  Union's 
philosophy  to  eliminate  the  unnecessary  administrative  actions 
and  to  promote  an  atmosphere  of  professionalism  among  all  social 
workers  in  the  Department.   The  professional  social  worker  is 
the  Department's  direct  link  in  providing  quality  human  services 
to  residents  of  the  Commonwealth.   As  professionals,  the  social 
worker  should  not  be  required  to  record  each  and  every  action 
that  they  conduct  in  order  to  determine  if  they  have 
satisfactorily  performed  in  their  case  worked  responsibilites. 
Similarly,  the  Department  should  not  require  their  professional 
staff  to  count  all  actions  conducted  each  month  in  order  to 
evaluate  individual  social  worker  performance. 

It  is  the  Department's  position  to  provide  sufficient 
resources  to  maintain  reasonable  caseload  sizes  and  to  provide 
sufficient  time  to  conduct  case  work  responsibilities. 

Therefore,  these  reasonable  work  expectations   establish  a 
data  base  from  which  to  determine  the  amount  of  work  that  the 
Department  can  reasonably  expect  an  average  AFDC,  GR  and  Refugee 
ongoing  payments  social  worker  to  perform. 

A.    Case  Management  Work  Function  Requirements 
The  following  case  management  work  function 
requirements  reflect  the  entire  range  of  work  that  will  be 
performed  by  the  AFDC  and  GR  Ongoing  Payments  social  worker 
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as  described  by  the  applicable  casework  expectation  bands 
presented  below. 

1.  Interviewing  clients,  explaining  agency  programs 
and  redetermining  eligibilty  in  accordance  with 
policy; 

2.  Interpreting  agency  rules  and  regulations  to 
clients  and  vendors; 

3.  Marketing  agency  services  (Choices)  programs; 

4.  Collecting  appropriate  information  and  referring 
clients  to  specialists; 

5.  Assisting  clients  in  developing  and  updating  a 
self-sufficiency  plan; 

6.  Performing  case  maintenance  activities  and 
recurring/Tripartie  approved  special  projects; 

7.  Keeping  case  records  current; 

8.  Ensuring  client  receipt  of  accurate  benefits; 

9.  Participating  in  case  conferences  with  other 
workers,  specialsts  and  supervisors; 

10.  Determining  when  protective  payments  or  mandatory 
social  services  are  necessary  and  making  referrals 
and  follow-ups,  as  required. 

B.    Redetermination  Turnover  Definition 

The  term  redetermination  turnover  is  defined  as  the 
period  of  time  in  which  at  least  one  redetermination  of 
eligibility  is  performed  on  all  cases  in  an  individual  social 
workers  caseload  (unless  good  cause  exists.). 

For  example,  Social  Worker  Smith  has  an  average 
caseload  size  of  138  cases.   The  redetermination  turnover 
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rate  for  an  average  caseload  of  this  size  is  six  (6) 
months.   Therefore,  during  the  six  month  period,  Social 
Worker  Smith  must  redetermine  each  case  at  least  once 
(without  good  cause) . 

C.  Caseload  Determination 

The  caseload  to  be  used  in  determining  the  work 
expectations  presented  below  shall  be  an  average  of  all  open 
AFDC,  GR  and  Refugee  cases  handled  by  the  social  worker  during 
the  review  period. 

D.  Reasonable  Work  Expectations 

Reasonable  work  expectations  are  output  measures  that 

define  the  amount  of  work  that  a  social  worker  can  be  reasonably 

expected  to  perform.   A  social  worker  with  a  caseload  within  the 

bands  below  can  be  expected  to  perform  work  on  these  case  at 

least  meeting  the  associated  casework  expectations: 

ASSISTANCE  PAYMENTS  ONGOING  PAYMENTS  PROGRAM 
CASEWORK  EXPECTATIONS 
Average  Caseload  Size  Casework  Expectation 

13  8  and  below  *  6  Month  Turnover 

*  All  Case  Management 
Activities 

*  100%  Completion  of  all  Case 
Maintenance 

*  100%  Completion  of  all 
Recurring  and  Tripartite 
Approved  Special  Programs 

139-160  *6  Month  Turnover 

*  100%  Completion  of  all  Case 
Maintenance 

*  100%  Completion  of  all 
Recurring  and  Tripartite 
Approved  Special  Projects 

*  Limited  Case  Management: 

o  ET  Choices  Registration  and 

Referrals 
o  Normal  Weekly  Supervisory 

case  Conferences 
o  Completion  of  all  necessary 

Referrals  to  Department 

Choices  Specialists 
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E.  Treatment  of  Caseloads  from  161-170 
Occasionally  it  may  be  necessary  to  assign  caseloads 

above  the  average  caseload  size  bands  presented  above.  In  those 
rare  instances  the  social  worker  can  not  be  expected  to  meet  the 
normal  casework  expectations. 

Therefore,  the  Department  will  reduce  the  social 
workers  normal  work  expectation  by  adjusting  the  redetermination 
turnaround  requirements  to  7  months.   Other  casework 
expectations  will  parallel  those  listed  in  the  160-139  caseload 
band.   This  work  expectation  reduction  will  remain  in  effect 
until  the  caseload  size  returns  to  the  160  caseload  level. 

In  addition,  the  Department  will  provide  the  Union's 
representative  on  the  Panel  established  in  V  (A)  of  this 
Agreement  with  a  report,  on  a  monthly  basis,  which  list  those 
local  offices  which  have  average  caseload  sizes  of  151  cases  and 
above.   The  Union's  representative  shall  have  the  right  to 
interview  ongoing  payment  social  workers  in  these  offices,  with 
advance  notification  of  the  intended  office  visit,  to  determine 
if  the  social  workers'  adjusted  casework  expectations  are  being 
met. 

F.  Treatment  of  Caseload  Above  170 

Whenever  it  becomes  necessary  to  assign  ongoing 
caseloads  above  170  cases,  the  Department  shall  within  30  days 
reduce  the  caseload  of  each  social  worker  affected  to  below  the 
170  caseload  level  or  assign  cases  above  that  level  according  to 
the  follwoing  procedures: 
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1.  Voluntary  Overtime 

Ongoing  cases  may  be  assigned  on  a  voluntary 
overtime  basis  for  redeterminations  and  case 
maintenance  at  a  rate  to  be  determined  by  the  Panel 
established  in  Section  V(A)  of  this  Agreement. 

2 .  Mandatory  Overtime 

In  the  event  of  insufficient  overtime  volunteers, 
social  workers  to  provide  overtime  coverage  to  such 
cases  shall  be  selected  in  inverse  order  of  seniority. 

3 .  Other  Coverage 

In  the  event  that  overtime  funds  are  insufficient 
to  cover  all  cases  such  cases  may  be  assigned  on  a 
non-overtime  basis  provided  that  the  overall  work 
burden  is  not  increased. 
G.    Reasonable  Casework  Expectation  Adjustment 

The  Department  recognizes  that  the  job  requirements  of 
the  AP  Ongoing  Payments  social  worker  are  not  static  and  that 
the  reasonable  casework  expectations  may  need  adjustment  over 
time. 

In  order  to  facilitate  any  necessary  adjustment  to 
these  casework  expectations,  the  Department  will  provide  the 
Panel  established  in  Section  V(A)  of  this  Agreement  with  a 
quarterly  report  listing  the  number  of  Emergency  Assistance 
applications  processed  in  AP  ongoing  payments  social  workers 
units.   Similarly,  the  Department  will  provide  this  panel  with  a 
quarterly  report  regarding  special  projects  which  affect  AP 
ongoing  payments  social  workers. 
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2.   MEDICAL  ASSISTANCE  PROGRAM 

The  following  Work  Standard  and  Time  Measurement  Standards 
encompass  the  full  range  of  work  normally  performed  by  an  MA 
ongoing  payments  social  worker. 

a.  Caseload  Determination 

The  caseload  to  be  used  in  determining  the  work 
expectations  below  shall  be  an  average  of  all  open 
MA-only  cases  handled  by  the  social  worker  during  the 
review  period. 

b.  Reasonable  Work  Expectations 

Reasonable  work  expectations  are  output  measures  that 
define  the  amount  of  work  that  a  social  worker  can 
reasonably  be  expected  to  perform.   A  social  worker 
with  a  caseload  within  the  bands  below  can  be  expected 
to  perform  work  on  those  cases  at  least  meeting  the 
following  Standards: 

MEDICAL  ASSISTANCE  ONGOING  PAYMENTS  PROGRAM 
CASEWORK  EXPECTATIONS 


Average  Caseload  Size 


450  -  375 


Casework  Expectations 

9  Month  Turnaround 

90%  Completion  of  Prioritized 
Case  Maintenance  (PAL) 

100%  Completion  of  Client 
Generated  Case  Maintenance 


374  -  300 


8  Month  Turnaround 

100%  Completion  of  Prioritized 
Case  Maintenance  (PAL) 

100%  Completion  of 
Client-Generated  Case 
Maintenance 
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These  standards  cannot  be  applied  in  a  review  period  of  less 
than  six  (6)  months. 

Local  office  management  will  ensure  that  all  cases  within  an 
office  are  distributed  in  an  equitable  fashion  so  that  no 
ongoing  payments  social  worker  is  responsible  for 
significantly  more  cases  than  another  in  the  same  office. 
The  ongoing  payments  performance  standards  given  above  shall 
apply  to  all  ongoing  payments  social  workers  until  or  unless 
modified  by  the  Panel  established  in  section  V(A)  of  this 
Agreement.   Any  changes  in  the  work  performed  by  ongoing 
payments  social  workers  will  be  presented  to  the  Panel  who  shall 
decide  what,  if  any,  temporary  or  permanent  adjustment  of  the 
performance  standards  must  be  made. 

C.  WORK  SCHEDULING 

The  AFDC,  GR  or  MA  social  worker  should  schedule  his/her 
activities  consistent  with  department  guidelines  concerning 
client  availability  so  that  he/she  can  be  reasonably  expected  to 
meet  the  applicable  performance  standards  and  goals. 

D.  ADDITIONAL  SOCIAL  WORKER  SAFEGUARDS 

If  in  any  instance  where  a  social  worker  may  be  subject  to 
formal  or  informal  corrective  action  for  continued  failure  to 
meet  the  casework  expectations  mentioned  above  and  the  social 
worker  believes  that  he/she  was  unable  to  meet  the  casework 
expectations  due  to  a  lack  of  available  time  (e.g.,  abnormal 
amount  of  leave  during  review  period  or  other  additional  work 
assignment  which  limits  the  amount  of  available  time) ,  and  is 
not  satisfied  with  the  results  of  the  informal  reviews  at  the 
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local  level  (where  local  office  managers  may  suspend  normal 
casework  expectations  due  to  a  demonstrated  lack  of  available 
time) ,  he/she  may  contact  the  Department's  Office  of 
Administration. 

Prior  to  the  imposition  of  such  corrective  action,  the 
Office  of  Administration  will  review  the  social  worker's 
circumstances  by  considering  the  number  of  monthly  work  days, 
the  amount  of  available  work  time,  the  number  of 
redeterminations  completed,  the  number  of  cases  in  the  social 
workers  caseload  and  the  amount  of  case  maintenance  performed 
(e.g.  excess  volume  of  homeless  emergency  assistance  cases)  and 
will  suspend  such  action  if  the  social  worker  had  insufficient 
available  time  during  this  review  period. 

The  Department  agrees  to  review  the  social  worker's 
circumstances  and  render  a  written  decision  within  3  0  days  of 
the  receipt  of  a  memo  requesting  that  the  additional  social 
worker  safeguards  be  imposed. 

A  social  worker  may  have  Union  representation  at  any  time 
during  this  review  process. 

In  addition,  all  social  workers  continue  to  have  the  right 
to  formal  grievance  as  provided  by  the  Alliance  Contract,  as 
well  as  this  procedure. 
E.   MIXED  CASELOAD  SOCIAL  WORKERS 

Social  workers  that  are  responsible  for  work  in  two  (2)  or 
more  of:  entry  payments,  MA  ongoing  payments,  or  AFDC/GR  ongoing 
or  NPA  Food  Stamps  (i.e.  Mixed  Caseload  Social  Workers)  shall 
have  their  work  expectations  and  limitations  proprotionally 
reduced  in  the  following  manner: 
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1.  The  Department  shall  establish  at  the  beginning  of  each 
review  period  the  proportion  of  each  worker's  time  to  be 
spent  on  each  area  covered  by  Limits  and  Standards ; 

2.  Caseload  Limits  shall  be  proportionally  reduced  by  the 
percentage  of  the  worker's  time  to  be  spent  in  the  area 
covered  by  the  Limits ; 

3.  Work  Standard  and  Time  Measurement  Standards  for  MA, 
AFDC/GR  Family  and  GR  Individual  Ongoing  Payments  (when 
developed  by  the  Tripartite  Panel)  shall  be  reduced  by 
proportionally  reducing  the  case  bands  by  the  percentage  of 
the  worker's  time  to  be  spent  in  the  area  covered  by  the 
Standards; 

4 .  Work  Standard  and  Time  Measurement  Standards  for  Entry 
Payments  shall  be  reduced  by  proportionally  reducing  the 
number  of  available  and  unavailable  days  (as  defined  in 
Standard)  by  the  percentage  of  the  worker's  time  to  be  spent 
in  the  area  covered  by  the  Standards. 

F.   SUPPLEMENTAL  SECURITY  INCOME  CASES 

The  following  caseload  limit  standard  shall  apply  to  social 
workers  and  social  work  technicians  who  perform  casework  on 
SSI-only  cases  until  or  unless  modified  by  the  Panel  established 
in  section  V(A)  of  this  Agreement. 

SSI-ONLY  CASES 

Caseload  Limit  3400  Cases 
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The  Department  shall  ensure  that  SSI  cases  are  distributed 
in  an  equitable  manner  in  those  offices  in  which  social  workers 
handle  both  MA  and  SSI  cases. 
G.   BILINGUAL  SOCIAL  WORKERS 

The  Department  and  the  Union  agree  that  bilingual  social 
workers  are  critical  to  provide  accurate,  timely  and 
compassionate  services  to  the  Commonwealth's  Non-English 
speaking  client  population. 

Therefore,  the  Department  and  the  Union  agree  to  form  a 
Labor/Management  Committee  consisting  of  four  (4)  Department  and 
four  (4)  Union  representatives.   The  Committee  shall  develop 
reasonable  work  expectations  for  bilingual  social  workers,  based 
upon  the  Department's  existing  policies,  no  later  than  one 
hundred  and  twenty  (120)  days  after  the  signing  of  this 
Agreement;  and  discuss  any  other  relevant  issues. 

The  Committee  shall  make  a  final  recommendation  regarding 
reasonable  work  expectations  for  bilingual  social  workers  to  the 
Panel  established  in  Section  V(A)  of  this  Agreement,  who  will 
make  a  final  decision  regarding  its  validity. 
H.   EMPLOYMENT  AND  TRAINING  SOCIAL  WORKERS 

The  Department  agrees  to  conduct  a  study  of  the  casework 
performed  by  Employment  and  Training  social  workers  within  12  0 
days  of  the  implementation  of  this  Agreement.   This  study  will 
encompass  the  full  range  of  work  normally  performed  by  the  ET 
social  worker.   The  purpose  of  this  study  shall  be  the 
development  of  reasonable  work  expectations  in  order  to  insure 
the  equitable  distribution  of  Employment  and  Training  cases. 
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I.   NON-PUBLIC  ASSISTANCE  FOOD  STAMP  SOCIAL  WORKERS 

The  Department  and  the  Union  agree  that  a  caseload 
limitation  standard  for  the  Non-Public  Assistance  Food  Stamp 
Program  shall  be  developed  by  the  Panel  established  in  Section 
V(A)  of  this  Agreement,  as  soon  as  possible,  following  the 
implementation  of  this  Agreement.   Until  such  time  that  a 
caseload  limitation  standard  is  developed  the  existing  NPA-FS 
caseloads  in  local  offices  shall  remain  at  two  hundred  (200) 
cases. 
J.   SCREENER  FUNCTION 

In  the  event  the  Department  establishes  screeners,  it  shall 
be  submitted  to  the  Tripartite  Panel  to  establish  standards. 
Until  such  time  as  standards  are  established,  screener  work 
shall  be  considered  unavailable  time. 
SECTION  III.   SURPLUS  CASES 

When  the  ongoing  caseload  in  any  office (s)  prohibits  the 
assignment  of  all  cases  based  on  the  Caseload  Standards  above, 
the  Department  shall  within  3  0  days  reduce  the  caseload  of  each 
social  worker  effected  to  below  the  limits  imposed  by  this 
agreement  or  assign  cases  above  that  limit  according  to 
following  procedures: 

A.    Voluntary  Overtime 

Ongoing  cases  may  be  assigned  on  a  voluntary  overtime 
basis  for  case  maintenance  at  a  rate  of  twenty  minutes  per  case 
per  month  for  AFDC  and  GR  Family  and  at  a  rate  to  be  determined 
by  the  Panel  established  in  Section  V(A)  of  this 
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Agreement  for  GR  Individual  or  at  a  rate  of  five  minutes  per 
case  per  month  for  MA.   Redeterminations  may  be  done  on  a 
voluntary  overtime  basis  at  a  rate  of  1.9  hours  for  AFDC,  of  1.6 
hours  for  GR  Family  and  at  a  rate  to  be  determined  by  the  Panel 
established  in  Section  V(A)  of  this  Agreement  for  GR  Individual 
or  of  1.3  hours  for  MA  cases.   The  rates  for  voluntary  overtime 
shall  be  subject  to  review  and  revision  by  the  Panel  established 
under  Section  V(A) . 

The  Department  shall  establish  for  each  fiscal  year 
during  the  term  of  this  Agreement  an  emergency  overtime  pool  of 
funds  of  $200,000  to  be  committed  to  be  utilized  in  the  event 
that  the  caseload  of  any  social  worker  exceeds  the  ongoing 
caseload  standards  above. 

B.  Mandatory  Overtime 

In  the  event  of  insufficient  volunteers  under  this 
section,  employees  to  provide  overtime  coverage  to  such  cases 
shall  be  selected  in  inverse  order  of  seniority. 

C.  Other  Coverage 

In  the  event  that  overtime  funds  are  insufficient  to,, 
cover  all  cases  such  cases  may  be  assigned  on  a  non-overtime 
basis  provided  that  the  overall  work  burden  is  not  increased. 
SECTION  IV.   WORK  STANDARDS 

The  responsibilities  required  of  each  social  worker  shall 
not  be  greater  than  reasonably  can  be  expected  in  the  time 
available.   In  order  to  effectuate  this  purpose,  the  system  of 
Work  Standards  shall  be  maintained  by  the  Department.   This 
system  shall  be  based  on  the  following  principles  and 
procedures: 
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A.  The  Department  shall  measure  output  accurately  based  on 
reasonable  standards  and/or  allowances  (hereinafter  standards) . 
Examples  of  such  Standards  currently  in  effect  (but  not  limited 
to  these  examples) : 

Entry  Payments  Standards 
(Monthly  Assignment  Limits) 
MA  Ongoing  Performance  Standards 

(Case  Bands) 
AFDC/GR  Ongoing  Performance  Standards. 
(Case  Bands) 
Such  Standards  shall  be  based  on  data  on  work  requirements 
and  shall  reflect  the  time  it  takes  to  perform  such  work.   All 
Work  Standards  are  contained  within  this  Agreement  and  shall 
continue  in  effect  unless  modified  or  revised  by  the  Panel 
established  in  section  V(A) . 

B.  The  Standards  applied  shall  take  account  of  the  amount 
of  time  a  social  worker  is  unavailable  under  the  terms  of 
Article  5  of  the  Alliance  Contract  and  approved  leaves  of 
absence  as  outlined  in  Articles  8,  9  and  10  of  the  Alliance 
Contract. 

C.  Part-time  social  workers  shall  be  responsible  for  a 
proportionally  reduced  work  expectation. 

SECTION  V.   LABOR  MANAGEMENT  RELATIONS 

A.    A  TRIPARTITE  PANEL  shall  be  established  for  the  purpose 
of  reviewing  and  deciding  upon  the  new,  existing  or  revised 
standards  developed  by  the  Department.   Before  implementation  of 
any  new  or  revised  standard,  the  Panel  must  be  notified  of  such 
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proposed  change.   Said  Panel  shall  make  every  reasonable  effort 
to  ensure  that  new  or  revised  standards  are  issued  at  the  time 
or  in  advance  of  the  issuance  of  new  or  revised  work 
requirements  by  the  Department,  but  in  no  event  shall  new  or 
revised  standards  be  implemented  prior  to  a  decision  of  the 
Tripartite  Panel.   All  members  of  the  Panel  (or  their  designee) 
shall  be  granted  reasonable  access  to  the  facilities  of  the 
Employer  and  all  Work  Standard  data  provided  that  there  is  no 
disruption  of  operations  and  that  client  confidentiality  is 
preserved. 

The  Panel  shall  consist  of  one  (1)  representative  designated 
by  Local  509,  one  (1)  representative  designated  by  the 
Department,  and  one  (1)  neutral  person  selected  by  the  other  two 
(2)  members.   In  the  event  the  parties  are  unable  to  agree  upon 
a  third  party,  said  person  shall  be  designated  by  the  Chairman 
of  the  Joint  Labor  Management  Committee  established  under 
Section  4A  of  Chapter  1078  of  the  Acts  of  1973.   The  Panel  shall 
meet  as  frequently  and  promptly  as  necessary  to  accomplish  its 
purpose.   The  Department  and  Local  509  shall  share  equally  the. 
costs  and  compensation  of  the  third  party.   Each  party  shall  be 
responsibile  for  the  costs  and  compensation  of  its  own 
representative . 
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Decisions  shall  be  made  by  the  concurrence  of  two  or  more 
members  of  the  Panel.   Such  decisions  shall  be  final  and  binding 
on  the  parties  as  an  arbitration  award  under  the  grievance 
procedure  of  the  Alliance  contract  and  shall  be  enforceable  in 
accordance  with  G.L.  Chapter  150C. 

It  is  agreed  that  the  guiding  concept  for  the  Panel  in 
reviewing  standards  is  that  standards  reflect  reasonable  work 
expectations  given  the  amount  of  time  available  including  any 
necessary  adjustments  due  to  policy  or  procedure  changes. 

B.    The  provisions  of  this  agreement  shall  be  the  subject 
of  the  grievance  arbitration  provision  of  the  Commonwealth 
Alliance  Agreement,  except  that  any  question  concerning  the 
validity  of  any  standards,  allowances  or  non-standard  work  shall 
be  the  sole  province  of  the  Panel  established  in  section  V(A)  of 
this  Agreement. 
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SUPPLEMENTAL  AGREEMENT  S-l 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

at  the 

MASSACHUSETTS  COMMISSION  FOR  THE 

BLIND 

The  parties  recognize  that  the  delivery  of  quality  human 
services  to  the  legally  blind  residents  of  the  Commonwealth  is 
of  paramount  importance  and,  towards  this  end,  all  reasonable 
efforts  will  be  made  to  ensure  that  all  expressed  needs  for 
service  are  met. 

The  parties  recognize  tht  such  services  can  most  effectively 
be  delivered  within  the  context  of  an  efficient  and  equitable 
caseload  management  system  maintained  by  skilled  professional 
human  service  workers. 

The  parties  enter  into  this  agreement  applicable  to  direct 
service  Unit  8  employees  of  the  Massachusetts  Commission  for  the 
Blind  including  workers  in  the  following  job  disciplines: 
Vocational  Rehabilitation,  Social  Rehabilitation,  Rehabilitation 
Teaching,  Children,  Mobility,  Multihandicapped,  Independent 
Living,  Medical  Assistance,  Client  Assistance  and  Bridge,  and 
their  supervisors. 
SECTION  I.     COUNSELOR  WITH  THE  BLIND  I.  II.  III. 

A.    The  following  standards  encompass  the  full  range  of 
work  normally  and  currently  performed  by  workers  whose  function 
is  providing  case  management  and/or  support  services  in 


.* 
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Vocational  Rehabilitation,  Social  Rehabilitation,  Rehabilitation 

Teaching,  Children,  Mobility,  Multihandicapped  and  Independent 

Living. 

Whenever  a  worker  is  assigned  other  duties  customarily 

perceived  to  be  accepted  responsibilities  within  the  position's 

classification,  his/her  work  standard  shall  be  reduced  in 

proportion  to  the  time  required  to  perform  these  duties.   The 

parties  recognize  that  client  service  is  a  worker's  first 

priority  and  care  will  be  taken  to  limit  assignment  of 

additional  responsibilities  to  safeguard  this  commitment. 

DISCIPLINE  STANDARD 

Mobility  30 

Vocational  Rehabilitation  60 

Social  Rehabilitation  70 

Rehabilitation  Teaching  70 

Children  90 

Multihandicapped  55 

Independent  Living  60 

In  the  event  that  it  becomes  necessary  to  assign  more  than 
the  standard  number  of  cases  to  any  worker,  the  work  expectation 
as  reflected  in  the  worker's  performance  appraisal  shall  be 
adjusted  proportionately. 

The  parties  agree  to  establish  a  Labor-Management  Committee 
to  review  the  standard  for  Children's  Workers  and  to  discuss  the 
treatment  of  children's  cases  across  regions. 

Further,  the  parties  agree  to  establish  a  Labor-Management 
Committee  to  recommend  a  caseload/workload  standard  for  Medical 
Assistance  Workers,  Client  Assistance  Workers  and  Bridge 
Workers.   The  Committee  shall  submit  its  recommendations  to 
O.E.R.  within  three  (3)  months  of  the  signing  of  this  agreement. 
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B.    These  standards  shall  serve  as  a  goal  for  the  purpose 
of  assigning  cases  with  the  target  of  equalizing  the  number  of 
cases  per  worker  within  disciplines.   In  order  to  equitably 
distribute  the  workload,  the  following  practices  shall  be 
implemented  in  all  service  units  impacted  by  this  proposal: 

1.  A  case  shall  be  counted  in  a  worker's  caseload  upon 
face-to  face  (client/worker)  contact  with  the  assigned 
worker. 

2.  The  montly  master  list  of  cases  shall  be  complied  by 
supervisors. 

3.  Whenver  the  caseload  size  of  any  worker  within  a  job 
discipline  exceeds  the  standard,  intake  cases  may  be 
assigned  to  workers  covering  contiguous  towns,  but  not 
across  regions  or  programs,  in  order  to  equalized  the 
number  of  cases  carried  by  workers  within  that 
supersivory  unit. 

4.  Whenever  the  caseload  size  of  all  workers  within  a 
supervisory  unit  exceeds  the  standard,  it  shall  be  the 
responsibility  of  the  supervisor  to  screen  new 
referrals  accordingly  and  determine  assignment. 

5.  Whenever  the  caseload  size  of  all  workers  within  a 
region  or  program  exceeds  the  standards,  management 
will  move  to  achieve  parity  by  assigning  priority 
consideration  to  that  region  or  program  when  an 
appropriately  funded  vacancy  occurs  in  the  agency. 
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C.  In  equalizing  the  number  of  cases  per  worker,  management 
shall  take  into  consideration  geographic  area  and  travel  time, 
and  job  performance  shall  be  judged  consistent  with  this  factor. 

D.  Whenever  caseloads  in  a  service  area  continue  to  exceed  the 
standard  statewide,  and  all  other  remedies  herein  referred  to 
have  been  exhausted,  the  parties  will  develop  interim  assignment 
criteria  pending  requests  to  the  administration  and  legislature 
for  new  positions. 

E.  Part-time  workers  shall  be  assigned  cases  in  accordance  with 
A  through  D  above  and  in  proportion  to  hours  worked. 

SECTION  II     COUNSELOR  WITH  THE  BLIND  IV. 

A.  The  agency  staffing  ratio  of  supervisors  to  workers  shall  be 
one  (1)  to  five  (5) . 

B.  Whenever  a  part-time  supervisor  supervises  a  number  of 
employees  greater  than  the  proportional  standard,  management 
will  make  reasonablee  effort  to  develop  the  supervisory 
resources  necessary  to  supervise  the  excess. 

CASELOAD  STANDARDS 

It  is  mutually  agreed  by  the  parties  that  the  Statewide 
Labor-Management  Committee  will  address  factors  which  arise 
during  the  life  of  the  Agreement  which  affect  workers'  abilities 
to  meet  their  case  responsibilities. 
GRIEVANCE  PROCEDURES 

In  the  event  that  disputes  arise,  the  provisions  of  this 
Agreement  shall  be  processed  through  Step  2  of  the  grievance 
procedure  set  forth  in  Article  23A. 
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The  terms  of  this  agreement  will  not  be  precedent  setting, 
nor  are  they  applicable  to  any  other  agency  or  department  of  the 
Commonwealth. 

It  is  expressly  agreed  that  the  procedures  shall  remain  in 
effect  for  the  duration  of  the  1990-93  Commonwealth/Alliance 
Agreement. 
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SUPPLEMENTAL  AGREEMENT  S-2 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

at  the 

DEPARTMENT  OF  INDUSTRIAL  ACCIDENTS 

There  shall  be  established  one  (1)  Joint  Labor-Management 
Committee  consisting  of  a  maximum  of  three  (3)  representatives 
of  the  Union  (of  which  a  maximum  of  two  (2)  may  be  D.I. A. 
employees) ,  and  a  maximum  of  three  (3)  representatives  of  the 
Employer.   A  Staff  Representative  of  Local  509  and  a 
representative  of  the  Office  of  Employee  Relations  shall  be 
available  for  technical  assistance  to  the  Committee. 

Said  Committee  shall  meet  at  least  monthly,  and  shall; 
review  the  EPRS  evaluation  standards  for  Senior  Vocational 
Rehabilitation  Counselor;  defined  a  "case";  define  guidelines 
for  a  "manageable  caseload";  and  review  the  time-specific  case 
processing  standards  contained  in  the  Department's  Regulations 
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SUPPLEMENTAL  AGREEMENT  S-3 

covering 
BARGAINING  UNIT  8  EMPLOYEES 

at  the 
MASSACHUSETTS  COMMISSION  FOR 
THE  DEAF  AND  HARD  OF  HEARING 

There  shall  be  established  a  Joint  Labor-Management 
Committee  which  shall  meet  at  least  monthly  to  examine  the 
feasibility  of  caseload/workload  based  staffing  formulas  or  some 
other  acceptable  method  of  determining  staffing  needs  for  case 
carrying  social  workers  within  the  agency. 

The  composition  of  the  Committee  shall  be  as  follows: 

Two  (2)  Case  Carrying  Social  Workers 

One  (1)  Chapter  President 

One  (1)  Staff  Representative,  Local  509 

Two  (2)  or  more  Management  Representatives 
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SUPPLEMENTAL  AGREEMENT  T 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

at  the 

DEPARTMENT  OF  CORRECTION 

I.  A  special  Labor/Management  Committee  shall  meet  to 
establish  a  procedure  of  shift  and  days  off  pick  based  on 
seniority  for  employees  in  the  title  Corrections  Counselor, 
subject  to  operational  needs  and  adequate  performance. 

The  parties  acknowledge  that  there  will  be  a  list  of 
titles  which  are  blanket  exemptions  from  seniority  preference  on 
the  basis  of  specialized  duties  and  functions.   For  the  purpose 
of  this  Supplemental  Agreement  seniority  shall  be  defined  as 
length  of  service  in  the  Department  of  Correction  in  Unit  8 
title  or  titles. 

The  Committee  shall  consist  of  no  more  than  three  (3) 
persons  from  each  side.   The  Committee  shall  meet  regularly  for 
six  (6)  months. 

II.  A  special  Labor/Management  Committee  shall  meet  monthly 
to  discuss  and  address  any  disparate  workloads  among  Department 
of  Correction  facilities. 

The  Committee  shall  consist  of  no  more  than  three  (3) 
members  designated  by  the  Commissioner  and  no  more  than  three 
(3)  members  designated  by  the  Union. 
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SUPPLEMENTAL  AGREEMENT  U 

covering 

BARGAINING  UNIT  8  EMPLOYEES 

at  the 

MASSACHUSETTS  REHABILITATION  COMMISSION, 

VOCATIONAL  REHABILITATION 

I.  CASELOAD  TYPES 

A.  Specialty  caseloads  are  defined  as  follows: 

1.  Severely  hearing  impaired/deaf; 

2.  Severely  mobility  impaired; 

3.  Non-English-speaking. 

B.  In  addition,  V.R.  management  agrees  to  monitor  the  flow 
of  severely  head-injured  clients  into  the  V.R.  division  with 
the  possibility  of  designation  as  a  specialty  area  at  a 
later  date,  if  numbers  so  warrant. 

C.  All  other  caseloads  are  considered  General/Mixed. 

II.  CASELOAD  SIZES/TRIGGER  POINTS 

A.  Specialty  caseload  size  range:   60  -  90 

B.  General/Mixed  caseload  size  range:   80  -  150 
Caseload  sizes  may  go  above  or  below  stated  ranges  (see 
Ill-Caseload  Reviews) . 

C.  Trigger  Points: 

1.    General/Mixed  caseloads  will  be  automatically 
reviewed  for  appropriate  size  at  120.   This 
Agreement  may  be  waived  upon  mutual  agreement 
between  supervisor  and  counselor  (see  Ill-Caseload 
Reviews) . 
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2.  Specialty  caseloads  will  be  automatically  reviewed 
for  appropriate  size  at  80.   This  Agreement  may  be 
waived  upon  mutual  agreement  between  supervisor 
and  counselor  (see  Ill-Caseload  Reviews) . 

3.  A  counselor,  supervisor  or  manager  may  initiate  a 
caseload  review  at  any  time  or  point  prior  to,  at, 
or  after  the  automatic  review  point. 

III.      CASELOAD  REVIEWS/PROCESS/RESTORATION 

A.  When  a  caseload  review  is  conducted,  the  focus  of  such 
a  review  will  be  on  the  amount  of  direct  administrative  and 
service  delivery  time  required  of  the  counselor. 

B.  It  is  recognized  that  there  will  be  occasions  when  a 
caseload  review  is  not  indicated  although  the  trigger  point  has 
been  reached  (e.g.,  when  such  a  review  has  very  recently  been 
conducted) .   To  allow  for  deferral  to  reviews  under  such 
circumstances,  the  supervisor  and  counselor  will  meet  whenever 
such  a  trigger  point  is  reached  in  order  to  discuss  the 
situation.   A  caseload  review  will  ensue  unless  the  counselor, 
supervisor  and  area  director  agree  that  a  review  is  not 
necessary.   All  three  parties  must  agree  to  deferral  of  the 
review,  and  so  signify  via  a  sign-off. 

C.  When  a  caseload  review  conducted  by  the  counselor  and 
the  unit  supervisor  is  deemed  unsatisfactory  by  either  party, 
such  may  be  submitted  to  the  area  director  and,  if  necessary,  to 
the  regional  director  for  her/his  consideration.   If  a  review 
meeting  is  held  at  the  regional  director  level,  a  Union 
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representative  may  be  present  if  so  requested  by  the  counselor. 
If  a  dispute  still  exists,  the  counselor  may  request  that  the 
issue  be  referred  to  the  Labor-Management  Caseload  Committee 
(see  IV) .   If  the  dispute  remains  unresolved  after  consideration 
by  this  Committeee,  the  issue  will  be  submitted  as  a  third  step 
grievance  under  Article  23A,  and  not  processed  beyond  the  third 
step  grievance. 

IV.  LABOR-MANAGEMENT  CASELOAD  COMMITTEE 

A  Labor-Management  Committee  composed  of  equal 
representation  of  labor  and  management  will  be  formed  to: 

1.  Oversee  the  implementation  of  this  Agreement; 

2.  Consider  and  resolve  disputes  arising  from  caseload 
size  issues  and  reviews. 

V.  GOALS  AND  STANDARDS 

Client  service  goals  and  caseload  standards  are  established 
following  discussions  and  negotiations  betweem  the  Commissioner 
and  Deputy  Commissioner;  with  regional  directors;  then  with  area 
directors;  then  with  unit  supervisors;  then  between  unit 
supervisor  and  counselors.   Disputes  at  any  stage  of  the  process 
shall  be  resolved  by  a  meeting  between  the  counselor,  unit 
supervisor  and,  if  necessary,  the  area  director.   If  the  issue 
remains  unresolved,  it  shall  be  referred  to  the  regional 
director.   If  a  review  meeting  is  held  at  the  regional  director 
level,  a  Union  representative  may  be  presented  if  requested  by 
the  counselor.   If  the  issue  continues  to  remain  unresolved,  the 
Union  may  submit  the  issue  to  the  Office  of  the  Deputy 
Commissioner  of  Vocational  Rehabilitation  for  review. 
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The  process  to  establish  client  service  goals  and  caseload 
standards  is  intended  to  be  participatory  in  nature.   The  Union 
is  encouraged  to  alert  management  regarding  instances  in  which  a 
participatory  procedure  is  not  being  followed.   Nothing  herein 
shall  be  interpreted  as  diminishing  any  of  the  management's 
rights  as  set  out  in  Article  25. 
D.D.S. 

1.  Initial/Recon  intake  for  full-time  examiners  shall 
not  exceed  a  maximum  of  four  (4)  cases  per  day  or 
twenty  (20)  cases  per  week.   If  Initial/Recon 
intake  exceeds  more  than  twenty  (20)  cases  per 
week,  the  Union  and  management  agree  to  meet  at 
the  Labor-Management  forum  to  discuss  the  impact 
and  develop  possible  alternatives. 

la.   Initial/Recon  intake  for  part-time  examiners  shall 
be  based  on  the  percentage  of  their  regularly 
scheduled  work  week  to  a  full-time  examiner,  and 
therefore  a  daily  cap  will  not  apply. 

2.  CDR  intake  for  full-time  examiners  shall  not 
exceed  a  maximum  of  four  (4)  cases  per  day  or 
twenty  (20)  per  week.   If  CDR  intake  exceeds  more 
than  twenty  (20)  cases  per  week,  the  Union  and 
management  agree  to  meet  at  the  Labor-Management 
forum  to  discuss  the  impact  and  develop  possible 
alternatives. 
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2a.   CDR  intake  for  part-time  examiners  shall  be  based 
on  the  percentage  of  their  regularly  scheduled 
work  week  to  a  full-time  examiner,  and  therefore  a 
daily  cap  will  not  apply. 

3 .  Initial/Recon  MADA/CommonHealth  intake  for 
full-time  examiners  shall  not  exceed  a  maximum  of 
four  (4)  cases  per  day  or  twenty  (20)  cases  per 
week.   If  Initial/recon  MADA/CommonHealth  intake 
exceeds  twenty  (20)  cases  per  week,  the  Union  and 
Management  agree  to  meet  at  the  Labor-Management 
forum  to  discuss  the  impact  and  develop  possible 
alternatives . 

3a.   Initial/Recon  MADA/CommonHealth  intake  for 
part-time  examiners  shall  be  based  on  the 
percentage  of  their  regularly  scheduled  work  week 
to  a  full-time  examiner,  and  therefore  a  daily  cap 
will  not  apply. 

4.  Any  state/ federally  mandated  special  category 
cases  requiring  a  different  and/or  lesser  work 
effort  will  not  be  subject  to  distribution  under 
the  provisions  of  #1,  #la,  #2,  #2a,  #3  and  #3a 
above.   Management  agrees  to  meet  with  the  Union 
to  discuss  intake  for  these  groups  of  cases  as 
they  occur. 

5.  Distribution  of  intake  will  be  equal  between 
Boston  and  Worcester  examiners. 
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6.  Examiners/Alternates  will  have  the  option  of  not 
receiving  intake  either  the  day  before  or  on  the 
day  of  return  from  a  planned  vacation  or  personal 
leave  of  five  (5)  or  more  consecutive  work  days. 
Provisions  of  this  section  will  apply  to  part-time 
examiners  when  they  use  their  vacation/personal 
leave  for  a  week  or  more  according  to  their 
regularly  scheduled  work  week. 

Examiners/Alternates  must  submit  their  choice  at 
the  time  they  request  planned  leave. 

7 .  Intake  for  an  Examiner/Alternate  leaving  the 
agency  due  to  resignation  will  be  suspended  two 
(2)  weeks  before  the  planned  last  day  of  work. 

8a.   Intake  will  be  suspended  from  the  first  day  of 

sick,  personal  or  emergency  vacation  leave  if  the 
Examiner/Alternate  notifies  the  unit  supevisor  or 
regional  director's  office  before  8:30  a.m.   If 
the  Examiner/Alternate  notifies  the  unit  supevisor 
or  regional  director  after  8:30  a.m.,  intake  will 
be  suspended  on  the  next  work  day.   Individual 
emergency  leave  privileges  may  be  withdrawn  by 
management  in  the  event  that  a  documented  pattern 
exists  indicating  that  this  privilege  is  abused. 

8b.   In  accordance  with  flex  time  policy,  an  employee 
may  charge  minimum  core  hours  (six  (6)  hours)  and 
make  up  scheduled  time  for  the  first  five  (5)  days 
of  sick  leave  and  three  (3)  personal  days.   Make 
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up  of  time  must  be  accomplished  in  the  week  sick 
or  personal  leave  was  charged.   Thereafter,  a 
minimum  of  seven  and  one  half  (7.5)  hours  must  be 
charged. 

8c.   Examiners  who  work  a  four  and  one-half  (4  1/2) 

work  week  and  who  use  three  and  one-half  (3  1/2) 
hours  of  unplanned  sick,  personal  or  vacation 
leave  on  their  half  (1/2)  day  will  receive  half 
(1/2)  intake.   For  planned  absences,  Examiners  on 
a  four  and  one-half  (4  1/2)  day  work  week  can 
adjust  their  work  schedule  to  a  five  (5)  day  work 
week  and  have  intake  suspended. 

8d.   Full  intake  will  be  received  if  an  employee  is  on 
unauthorized  leave  without  pay  status. 

9a.   Alternate  supervisors  will  receive  one-half  (1/2) 
intake  per  day.   Alternate  supervisors  will  be 
required  to  complete  all  reopening  and  revision 
cases  as  well  as  closed  period  cases  of  Vocational 
Disability  Examiners  (Grade  17) .   Senior  Examiners 
(Grade  19)  will  be  required  to  complete  their  own 
closed  period  cases. 

9b.   Alternate  supevisor  intake  shall  be  suspended  on 
the  sixth  day  of  supevisory  absence. 


(212) 


9c.   In  the  event  of  the  absence  of  the  supevisor  and 
the  alternate  supervisor  for  one  (1)  or  more  work 
days,  an  acting  alternate  will  be  appointed  by  the 
regional  director.   If  no  grade  19  Examiner  is 
available,  a  grade  17  Examiner  will  be  appointed 
by  the  regional  director.   These  appointments  will 
be  made  on  the  basis  of  seniority. 

9d.   No  Examiner  whose  performance  is  in  any  way  being 
addressed  by  corrective  action  leading  up  to  or 
including  a  conference  report  will  qualify  to 
assume  the  position  of  acting  alternate. 

9e.   All  temporary  appointments  made  by  the  regional 
director  to  the  position  of  alternate  supervisor 
will  be  made  within  the  same  case  processing  unit 
and/or  region  if  possible.   Appointments  of 
full-time  individuals  will  be  made  whenever 
possible. 

MA/ DA  UNIT 

10a.  All  the  provisions  of  this  agreement  will  apply  to 
all  Examiners  and  supervisors  in  the  MA/DA  unit. 

10b.  Due  to  the  absence  of  alternate  supervisor 

positions  in  the  MA/DA  unit,  the  unit  supervisor 
must  perform  the  duties  normally  performed  by  an 
alternate  supervisor  on  the  first  day  of  an 
employee's  absence. 

CASELOAD  REDISTRIBUTION  will  be  performed  only 
under  the  following  circumstances: 
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11a.  A  planned  and  authorized  leave  by  an  Examiner  in 
excess  of  twenty-five  (25)  working  days. 

lib.  As  a  result  of  corrective  action  regarding 

caseload  management  leading  up  to  and  including  a 
conference  report,  a  portion  of  or  a  whole 
caseload  (at  the  discretion  of  the  regional 
director)  will  be  distributed. 

lie.  Examiner's  resignation,  termination,  or  voluntary 
leave  of  employment. 

Caseload  redistribution  under  Sections  a  and  b 
will  be  redistributed  within  the  same  region. 
Intake  will  be  suspended  for  an  equal  number  of 
cases. 

Caseload  redistribution  under  Section  c  will  be 
redistributed  equally  within  the  work  site  with 
emphasis  placed  upon  equity  of  distribution  of 
seventy  (70)  day  cases.   Intake  will  be  suspended 
for  an  equal  number  of  cases. 

Caseload  redistribution  under  the  terms  of  this 
section  will  be  done  in  a  uniform  and  equitable 
manner. 

12 .  Unit  supersvisors  may  receive  intake  in  an 
emergency  situation  on  a  temporary  basis. 
Management  agrees  to  meet  with  the  Union  prior  to 
distributing  intake  to  supervisors. 

13.  The  provisions  of  this  agreement  will  be  subject 
to  the  grievance/arbitration  procedure  in  Article 
23A. 
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SUPPLEMENTAL  AGREEMENT  V 

to  Article  18 

covering 

BARGAINING  UNITS  8  AND  10 

1.  Definitions 

As  used  in  this  article,  the  words  below  shall  have  the 
following  meanings: 

Seniority  -  shall  mean  the  total  of  all  services 
rendered  within  the  Department/ Agency .  (Except  that 
within  the  Department  of  Social  Services  where 
seniority  is  equal,  the  length  of  state  service  will  be 
used  to  determine  seniority.)  Any  previous  break  in 
service  and  any  previous  time  off  the  payroll  in  excess 
of  thirty  (30)  calendar  days  shall  be  excluded  from 
total  seniority  (excepting  approved  educational, 
maternity,  military,  industrial  accident,  and  any  other 
paid  leave.) 

Employee  -  shall  mean  all  non-permanent  employees  whose 
layoff  is  not  governed  by  Chapter  3  0  or  31  of  the 
General  Laws.  It  is  understood  that  persons  holding 
temporary  civil  service  appointments  are  employees  for 
the  purposes  of  determining  the  order  of  lay-off  or 
recall  within  the  class  of  other  temporary  employees 
with  respect  to  the  same  title. 

2 .  Notice  to  Union 

In  the  event  management  becomes  aware  of  an  impending 
reduction  in  the  work  force,  it  will  notify  the  Union  at  least 
ten  (10)  calendar  days  prior  to  the  lay-off.   Within  five  (5) 
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days  of  notification  of  the  impending  layoff,  management  shall 
meet  with  the  Union  to  discuss  the  impact  of  the  layoff  on  the 
affected  employees,  including,  but  not  limited  to  the 
availability  of  similar  positions  within  the  same 
Department/Agency  or  other  Departments/Agencies  within  state 
service  and  including  the  availability  of  any  training  programs 
which  may  be  applicable  to  the  employees. 

The  Union  will  be  provided  with  seniority  lists  at  this  meeting. 
3  .        Notice  to  Employees 

In  the  event  of  actual  layoff,  management  will  notify  the 
least  senior  employee (s)  in  writing  not  less  than  ten  (10)  days 
in  advance  of  the  the  layoff  date.   Both  the  Union  and 
Management  recognize  the  impact  that  layoffs  have  on  the  clients 
serviced  by  the  professionals  who  are  to  be  laid  off. 
Management  will  give  employees  and  the  Union  as  much  notice  as 
practicable  over  and  above  the  aforementioned  minimums,  whenever 
a  layoff  is  impending. 
4 .       Bumping  Procedure 

Any  employee  who  has  been  notified  that  he/she  will  actually 
be  laid  off  may  file  with  his/her  Appointing  Authority  within 
three  (3)  working  days  of  such  notice,  a  written  request  to  bump 
to  a  bargaining  unit  position  in  the  next  lower  title  or  titles 
in  his/her  bargaining  unit  for  which  he/she  is  determined 
qualified  on  the  basis  of  objective  standards  by  the  Employer, 
provided  that  there  is  an  employee  junior  to  him/her  in 
departmental  years  of  service  in  such  lower  title  or  titles.  An 
employee  who  is  bumped  from  his/her  position  shall  receive  a 
minimum  of  five  (5)  days  advance  notice,  and  will  be  accorded 
full  bumping  rights  as  stated  above. 
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5.  Transfers  Between  Agencies 

The  employee  who  is  to  be  laid  off/bumped  may  file  a  request 
for  transfer  to  any  agency  in  state  service.  Upon  approval  of 
that  Agency,  such  employee  may  be  appointed  to  any  vacancy  in 
the  bargaining  unit  in  the  same  grade  and  title  or  any  similar 
title  for  which  he/she  might  meet  the  necessary  qualifications 
in  the  same  or  lower  salary  range  as  the  position  from  which 
he/she  was  laid  off.  (Objective  standards  shall  be  used  in 
determining  qualifications.) 

6.  ISTS 

In  the  event  of  a  lay  off  of  an  1ST,  he/she  shall  be  given 
priority  consideration  for  a  transfer  to  a  vacant,  fillable  1ST 
position  within  the  Department  of  Education  at  no  loss  of 
salary,  benefits  or  seniority. % 

7 .  Teacher  Aides 

In  the  event  of  a  lay  off  of  a  teacher's  aide,  the 
Commonwealth  shall  provide  the  Union  with  postings  of  all 
available  vacant  DC/DS  positions. 

8.  Recall  Procedures 

In  the  event  of  recall,  the  order  of  lay  off  and  bumping 
described  above  shall  be  reversed,  and  employees  shall  be 
returned  to  the  positions  from  which  they  were  laid  off  or 
bumped  in  accordance  with  their  seniority.  The  parties  agree 
that  individual  employees  who  are  on  the  recall  list  shall  be 
given  the  opportunity  to  indicate  the  work  location (s)  to  which 
they  would  be  willing  to  accept  recall.  It  is  understood  that 
such  employee  would  only  be  offered  recall  positions  to  be 
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filled  within  the  work  location (s)  to  which  to  which  they  have 
indicated  a  willingness  to  accept. 

9 .  Salary  Schedule  Placement  Upon  Recall 

Any  person  who  has  been  or  is  in  the  future  laid  off  from  a 
position  in  the  service  of  the  Commonwealth  and  who  is 
subsequently  hired,  recalled,  or  reemployed  within  two  years  of 
his/her  lay  off,  into  a  position  in  one  of  the  bargaining  units 
within  the  juristiction  of  Local  509,  shall  be  credited  with 
his/her  prior  service  for  purposes  of  determining  their  salary 
upon  re-entry  under  Article  12  of  the  collective  bargaining 
agreement.  The  provisions  of  this  section  shall  be  retroactively 
applied  to  any  person  who  has  already  been  recalled  and  has  not 
been  credited  with  his/her  prior  service  for  the  purpose  of 
determining  their  salary. 

10.  Except  as  modified  by  the  provisions  of  this  memorandum  of 
Agreement,  all  other  provisions  of  Article  18  shall  remain  in 
full  force  and  effect. 
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SUPPLEMENTAL  AGREEMENT  W 
covering 
BARGAINING  UNIT  10 
in  the 
DEPARTMENT  OF  EDUCATION 
Whereas  the  parties  to  the  above  collective  bargaining  Agreement 
seek  to  clarify  the  understanding  reached  during  negotiations 
regarding  Article  7  Workweek  and  Work  Schedules  as  that  Article 
relates  to  Unit  10  employees  in  the  Department  of  Education,  it 
is  hereby  agreed  as  follows: 

Notwithstanding  the  provisions  of  Article  7  of  the  Agreement 
the  compensatory  time  policy  currently  in  effect  in  the 
Department  of  Education  shall  continue  to  apply  to  Unit  10 
employees  performing  overtime  work. 

A  study  committee  will  be  created  to  reexamine  the  job 
specifications  of  the  Educational  Specialist  series. 

The  Committee  shall  consist  of  one  person  from  the  Office  of 
Employee  Relations,  one  person  form  the  Department  of  Personnel 
Adminstration,  one  person  from  the  Department  and  one  person  lor 
the  Union. 
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SUPPLEMENTAL  AGREEMENT  X 

covering  certain 

BARGAINING  UNIT  10  EMPLOYEES 

Effective  August  31,  1986,  persons  employed  in  the  titles 

of: 

Institution  School  Teacher 
Head  Institution  School  Teacher,  and 
Principal,  Institution  School 
Shall  be  compensated  at  the  average  statewide  public  school 
salaries  for  public  school  personnel  as  determined  as 
follows: 
A.    Institution  School  Teachers 

Ten  step  salary  schedules  for  teachers  shall  be 
developed  by  the  Commissioner  of  Education  and  approved  by  the 
Secretary  of  Administration  and  Finance  for  each  school  year 
(September  1  -  August  31)  commencing  September  1,  1986.   There 
shall  be  separate  rates  of  pay  for  each  degree  category 
(bachelors,  masters,  masters  plus  30)  calculated  as  follows: 
A  minimum  and  maximum  salary  shall  be  developed  for 
each  degree  category.   The  minimum  salary  is  arrived  at  by 
multiplying  the  minimum  salary  for  teachers  in  each  public 
school  district  by  the  total  number  of  teachers  in  that  school 
district.   The  products  of  that  multiplication  for  each  school 
district  are  added  together  to  determine  a  minimum  salary  total 
for  all  districts  for  the  particular  degree  category  (R) .   The 
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weighted  statewide  average  minimum  salary  is  then  determined  by 

dividing  (R)  by  the  total  number  of  teachers  in  all  districts  in 

the  Commonwealth  (T) .   The  methodology  for  calculating  the 

weighted  statewide  average  maximum  salary  is  exactly  the  same 

except  that  maximum  instead  of  minimum  salaries  in  each  degree 

category  are  used  in  the  calculation  to  determine  the  average 

maximum  salary  in  each  degree  category. 

The  weighted  statewide  average  minimum  salary  for  each 

degree  category  is  subtracted  from  the  weighted  statewide 

average  maximum  salary  for  that  same  category.   The  difference 

between  the  minimum  and  maximum  average  salaries  for  each  of  the 

degree  categories  is  then  divided  by  nine  to  establish  a  ten 

step  salary  scale  for  each  category.   The  salary  scales  for  each 

year  shall  be  in  the  following  form: 

Year  Bachelors      Masters      Masters  Plus  30 
0-1  (minimum)     - 
1-2  - 

2  - 

3  - 

4  _ 

5  -  . 

6  - 

7  -  -  - 

8  -  -  - 

9  (maximum)       - 

The  salary  rate  for  each  school  district  will  be 
obtained  by  the  Commissioner  of  Education  each  year. 

An  employee's  step  rate  is  determined  by  his  or  her 
length  of  service  in  the  institution  schools.   On  September  1  of 
each  year  the  employee  is  advanced  to  the  next  higher  step  on 
the  salary  schedule. 
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B.  Supervising  Teachers 

Employees  assigned  to  the  positions  of  Head  Institution 
School  Teacher  shall,  in  addition  to  their  regular  salaries,  be 
paid  a  premium  of  ten  percent  (10%)  of  their  individual  annual 
salaries  as  determined  under  Paragragh  5A. 

C.  Principal 

The  salary  rate  for  Principal,  Institution  School  shall 
be  one  hundred  and  thirty-five  percent  (13  5%)  of  the  maximum 
rate  determined  for  a  teacher  with  a  Bachelor's  degree. 

D.  Persons  covered  for  the  school  year  beginning  August 
31,  1986  shall  be  paid  in  accordance  with  the  most  recent 
average  statewide  salary  rates  approved  by  the  Secretary  of 
Administration  and  Finance,  until  such  time  as  calculations  for 
the  statewide  average  rates  for  the  school  year  for  the 
1986-1987  year  can  be  determined  in  accordance  with  the 
provisions  of  this  Agreement.   Employees  shall  thereupon  be 
placed  on  the  1986-1987  salary  schedule  and  any  monies  due  shall 
be  paid  retroactively  to  August  31,  1986.   This  process  shall 
continue  for  each  subsequent  school  year  for  the  duration  of 
this  Agreement. 

Within  sixty  (60)  days  of  the  approved  salary  rates 
being  released  by  the  Secretary  of  Administration  and  Finance, 
the  Office  of  Employee  Relations  will  meet  with  the  appropriate 
Departments  to  discuss  payment  schedule  and  will  then  meet  with 
the  Union  regarding  such  schedules. 


:•*■ 


(222) 


E.    The  parties  agree  to  establish  a  Labor/Management 
Committee  for  the  purpose  of  reviewing  sick  leave  accrual  by 
employees  in  the  titles  Institution  School  Teachers,  Head 
Institution  School  Teachers,  and  Principals  employed  at  the 
Departments  of  Correction,  Education,  Mental  Health,  Mental 
Retardation  and  Public  Health. 

The  Committee  shall  also  discuss  the  working  conditions 
of  employees  in  the  above  titles.   The  Committee  will  begin  to 
meet  within  thirty  (30)  days  of  the  signing  of  the  Agreement. 
The  Committee  will  attempt  to  reach  resolution  by  May  31,  1991. 
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SUPPLEMENTAL  AGREEMENT  Y 

covering 

BARBAINING  UNIT  8  EMPLOYEES 

at  the 

OFFICE  FOR  CHILDREN 

WHEREAS,  the  Office  for  Children  recognizes  that  employees 
must  be  treated  in  a  fair  and  equitable  manner;  and 

WHEREAS,  the  Office  for  Children  and  the  Union  recognize 
that  an  effective  licensing  system  is  critical  to  assure  that 
children  in  out  of  home  settings  are  receiving  care  that  meets 
the  basic  minimum  standards  in  OFC  Regulations;  now 

THEREFORE,  whenever  a  new  or  revised  regulation,  policy 
and/or  procedure  impacts  the  productivity  or  workload  of  a 
licensor,  the  Union  and  OFC  management  shall  meet  to  make  any 
necessary  adjustments  due  to  the  impact  of  the  new  or  revised 
regulation,  policy  and/or  procedure. 

If  the  issue  remains  unresolved,  it  will  be  submitted  to  the 
Office  of  Employee  Relations  for  negotiations  with  the  Union 
prior  to  implementation. 

The  development  of  or  revision  of  Policies  or  Procedures  to 
implement  OFC  Regulations  shall  be  done  by  committees  which  have 
at  least  one  (1)  member  appointed  by  the  Union. 
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